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Abstract 
Skills development is considered an integral element for competitive advantage 
improvement leading to sustainable development for any economy. From the 
achievement of developed economies, economic expansion and modernisation transform 
labour demand from manual to non-manual tasks (Collins, 2011). As a result, the skilled 
workforce is emerging as a key factor in economic and social development (P. Brown & 
Lauder, 2001; Manning, 2010). Vietnam, an emerging economy, is suffering from a skills 
gap in its workforce (Montague, 2013; Nankervis, Verma, & Montague, 2016). Being the 
second largest industry in Vietnam and the fifth largest garment exporter in the world in 
2011, Vietnam’s garment industry is seriously affected by this skills issue. One problem 
for the industry is that it relies heavily on a labour-intensive and low-productivity cut-
make-trim (CMT) production modality. Organising and managing the production process 
effectively is a key factor to improve the competitive advantages for Vietnam’s garment 
enterprises (N. T. Le, 2018; Lea-Quyen, 2010). 
In terms of the CMT production modality, front line managers (FLMs) are 
considered the key human resource in Vietnam’s garment industry. They directly organise 
and manage the production process with numerous workers (N. T. Le, 2018). However, 
the role of FLMs has not been adequately understood by Vietnam’s garment enterprises. 
The duties and responsibilities of FLMs in the production process are increasing, 
requiring them to work more effectively (N. T. Le, 2018). N. T. Le (2018) shows that the 
effective working process of FLMs has a direct impact on the three critical efficiency 
elements of the garment industry: labour productivity, production costs, and delivery 
times. The lack of skills development of FLMs is considered a reason that although 
Vietnam’s garment industry has achieved an impressive average annual growth rate of 
15% from 2009 to 2015, labour productivity continues to be low (Vu & Pham, 2016). 
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However, the Vietnamese education system has not caught up with the 
transformation to a market economy in response, falling behind in producing high-skilled 
employees required for high-productivity production systems. Vietnam needs to increase 
skilled workforces in both management and in technical positions (Collins, 2009; 
Neupert, Baughn, & Thanh Lam Dao, 2005). Vietnam’s garment industry is a sector 
severely affected by the skills gap, and analysing the challenge and examining the link 
between skill providers and garment enterprises is a core issue addressed in this research, 
given that the gap in current literature on human resource development in developing 
countries is the insufficient information on skills mismatch of the workforce (Fernandez-
Stark, Frederick, & Gereffi, 2011; Ketels, Cung, Anh, & Hanh, 2010; Montague 2013). 
Little is known about the necessary skills garment enterprises require for their 
FLMs. Importantly, the extent to which technical–vocational education and training 
(TVET) institutions are collaborating with garment enterprises to meet those skills 
required in Vietnam’s garment industry is not known. To minimise skills shortage in 
Vietnam’s garment industry, a holistic understanding of TVET institution–garment 
enterprise collaboration in skills development of FLMs is needed. Hence, this study 
addresses two key research questions: 
• What are necessary skills of front line managers to fulfil their job in Vietnam’s 
garment enterprises? 
• To what extent are technical–vocational education and training institutions 
collaborating with enterprises to improve skills requirements for front line 
managers in Vietnam’s garment industry? 
To shed light on a research problem of a mismatch of skills that are supplied by 
TVET institutions and are required by garment enterprises, the situated learning theory 
was used as the theoretical lens for investigation in this study. This theory suggests that 
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learners may not gain abstract knowledge and then apply it in the working environment. 
Situated learning theory focuses on situations in the workplace (Brown et al., 1989; Lave 
& Wenger, 1991) but dismisses the role of formal education in the process (Fuller, 
Hodkinson, Hodkinson, & Unwin, 2005). Following  Hager, Holland, and Beckett (2002), 
formal education is a special variant of embodied learning. This type of learning becomes 
an essential element of wider learning within a community of practice. However, it is not 
guaranteed that this type of learning works best in the community practice concerned 
(Fuller et al., 2005). Instead, skills acquisition needs to engage in the process under the 
condition of legitimate peripheral participation. Research on the situated learning theory 
has largely been conducted in the Western learning environment. This study is important 
since to date no research has been conducted in the context of Vietnam’s garment 
industry. This study focuses on the role of formal education, especially in TVET 
institutions, and extends the situated learning theory towards the engagement of education 
and industry in skills development for graduates (the to-be FLMs) to Vietnam’s garment 
industry. 
Using a qualitative approach, this study explored the required skills in the garment 
industry, and the engagement between TVET institutions and garment enterprises in 
developing skills for FLMs in the context of Vietnam. Findings from this study enhance 
understanding on skills development for FLMs in the context of Vietnam’s garment 
industry in two key aspects. First, this study contributes to extending the understanding 
of the required skills of managers with four main skills sets of FLMs with 19 necessary 
skills in the garment sector. Although those necessary skills set of FLMs are categorised 
into four skills sets, namely technical, human, conceptual and psychological skills set, 
they need to combine so that FLMs can thoroughly fulfil their role in the garment 
industry. Second, this study extends the situated learning theory in the Vietnamese labour 
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context, revealing the lack of engagement of TVET institutions and garment enterprises 
in developing skills of FLMs. 
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Chapter 1: Introduction 
1.1 Research Purpose 
The garment industry is the second largest industry in Vietnam by export value 
with a strong export orientation (MacIntosh, 2013). This industry was the fifth largest 
garment exporter in the world in 2011 with exports of USD13,153 million, after China 
(USD153,773 million), Bangladesh (USD19,938 million), India (USD14,364 million) 
and Turkey (USD13,947 million) (Fukunishi, Goto, & Yamagata, 2013). In the world 
map of the garment manufacturing industry, Vietnam’s garment industry is well known 
as a cut-make-trim (CMT) professional exporter (T. N. Le & Wang, 2017). This CMT 
production modality accounted for 73% of total exports and is considered the most 
appropriate one for developing countries, such as Vietnam (Vu & Pham, 2016), to take 
advantage of the extensive labour force. With this CMT production modality, garment 
enterprises have merely concentrated on the manufacturing process without considering 
the sourcing material, designing or branding stages. Organising and managing the 
production process effectively is a key factor in improving competitive advantages for 
Vietnam’s garment enterprises (N. T. Le, 2018; Lea-Quyen, 2010). 
FLMs are considered the key employees in Vietnam’s garment manufacturing 
industry. They directly organise and manage the production process with a large number 
of workers (N. T. Le, 2018). However, their role has not been adequately understood by 
Vietnam’s garment enterprises. The management system in these enterprises does not 
support favourable conditions for the FLMs to fulfil their tasks. They often have to work 
under pressure, lacking capacity from the perspective of their supervisors (production 
managers) and lacking power from the perspective of their subordinates (workers). 
Meanwhile, oriented by the fashion industry, the garment industry needs to change 
quickly to adopt up-to-date fashion trends and advanced manufacturing technology. The 
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duties and responsibilities of the FLMs in the production process are also increasing, 
requiring them to work more effectively (N. T. Le, 2018). 
N. T. Le (2018) shows that having effective and professional FLMs directly 
affects the three critical efficiency elements of the garment industry: labour productivity, 
production costs, and delivery times. The lack of development of FLMs is considered a 
reason that although Vietnam’s garment industry has achieved an impressive average 
annual growth rate of 15%, labours productivity continues to be low (Vu & Pham, 2016). 
Vietnam is suffering from a skills shortage in its workforce (Montague, 2013; 
Nankervis, Verma, & Montague, 2016). Statistical data from the General Statistics Office 
(GSO, 2014) of Vietnam show an alarming downward trend in the number of graduates 
possessing TVET qualifications. Results of the Labour Force Survey showed that the 
proportion of people in Vietnam’s labour market who received technical and vocational 
training is very low (Asian Development Bank, 2014). Of the total labour force of 50.35 
million people, only 7.8 million people or 15.4% were trained; 84.6% of the employed 
workforce had no technical or vocational training. Vietnam’s garment industry is also 
affected by this skill shortage. The number of FLMs required for the garment industry is 
currently undersupplied. To mitigate this skill shortage, the best workers in garment 
enterprises are promoted to become FLMs (N. T. Le, 2018). 
With regard to the skill shortage, the skill gap has been highlighted by many 
agencies (ADB, 2014). According to the Skills Toward Employment and Productivity 
(STEP) Employer Survey in Vietnam, a majority of employers stressed that possessing a 
competent workforce is not easy owing to inadequate skills of the labour force (World 
Bank, 2015). Employers have to struggle to recruit the right applicants with suitable skills 
despite an extensive list of candidates applying. Graduates are not equipped with the 
necessary skills and appropriate vocational skills through formal training institutions. In 
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terms of Vietnam’s garment industry, this skill gap among FLMs is an alarming issue (N. 
T. Le, 2018). Under the impact of this skill shortage, a cohort of FLMs promoted from 
the best workers has only elementary sewing technical skills and no management skills. 
In their new role of FLM, they need to possess not only a variety of other technical skills 
but also various non-technical skills to fulfil their job. If these issues of skills are not 
addressed, the garment industry in particular and Vietnamese economy in general would 
have to suffer severe consequences in the industrialisation and modernisation process 
(Bodewig, Badiani-Magnusson, & Macdonald, 2014). 
However, the literature barely touches on the topic of skill issues, including soft 
and hard skills, in Vietnam’s manufacturing industry (Montague, 2013; Nankervis et al., 
2016). No study has focused on skill issues of FLMs that result in their inability to fulfil 
their job requirements in the specific context of Vietnam’s garment industry. Concerns 
were expressed that graduating students were unable to use necessary skills and were 
poorly prepared for the workplace, but in little detail, resulting in a gap in the literature 
(Huynh, 2011; Montague, 2013; Nankervis et al., 2016; T. T. Tran, 2013b; Trung & 
Swierczek, 2009). 
The literature does not assess whether the current relationship between technical–
vocational education and training (TVET) institutions and garment industry is providing 
skills relevant to the needs of Vietnam’s garment industry (Montague, 2013). Current 
knowledge flows between education and industry are critical in learning and production 
development (Montague, 2013; Nankervis et al., 2016). Embedded learning and 
production approaches can potentially improve the skills set of FLMs, who play a crucial 
role in developing Vietnam’s garment industry. 
It is not known how educational providers, such as TVET institutions, respond to 
these industry skills set needs. Under the impact of market mechanisms, garment 
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enterprises are being forced to develop constantly to adapt to the context of global 
integration (T. N. Le & Wang, 2017; Vu & Pham, 2016). Skilled FLMs are a vital element 
to ensure productivity and competitive advantages for Vietnam’s garment industry (N. T. 
Le, 2018). Training institutions in Vietnam have not yet provided the workforce with 
necessary skills required by enterprises (Montague, 2013; Nankervis et al., 2016). To 
improve skill issues in Vietnam’s garment industry, a holistic understanding of 
education–industry engagement in skills development for FLMs is required. 
This thesis is significant owing to its uniqueness in the skill requirements by the 
Vietnamese garment industry for FLMs. They included Vietnamese context, Vietnamese 
education context, Vietnamese garment industry context, and especially Vietnamese 
FLM context.  
Vietnamese context: The Vietnamese context is unique in the transitional process 
with market orientation for enterprises sector and central government control of the 
training institutions sectors mentioned in Section 7.3.3 and 7.3.1 of Chapter 7.  
Vietnamese Education context: In the Vietnamese education system, there is an 
increase in skills demanded by the garment industry but a decrease in skills supplied by 
the TVET sector for FLM. The Vietnamese education system has not caught up with the 
transformation to a market economy. It is falling behind in producing high skilled 
employees required for a high-productivity production system mentioned in Section 2.3.2 
of Chapter 2. 
Vietnam’s garment industry context: Although Vietnam’s garment industry is 
the second largest industry in Vietnam and the fifth RMG sector in the world, it heavily 
dependent on the cut-make-trim (CMT) production mode which accounts for 73% of total 
exports mentioned in Section 1.1 of Chapter 1.  
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FLMs context: The unique position of FLM in Vietnam’s garment industry was 
explained. In terms of the CMT production modality, FLMs are considered the key human 
resource in Vietnam’s garment industry. However, the majority of them were promoted 
internally without receiving accredited managerial training mentioned in Section 3.6 of 
Chapter 3. 
1.2 Research Questions and Objectives 
1.3 Conceptual Framework 
1.3.1 Skills of FLMs 
To build the frame for skills of FLMs in Vietnam’s garment industry and to 
develop the literature, skill sets and necessary general skills of FLMs are identified from 
previous research, that is, the contributions of Stasz (2001); Di Gropello, Kruse and 
Tandon (2011); DuBrin (2011); and Katz (2009), as listed in Table 1.1. 
 
 
 
 
Research Questions Research Objectives 
1. What are necessary skills that front line 
managers (FLMs) require to fulfil their 
job in Vietnam’s garment enterprises? 
1. To identify the necessary skills set of 
FLMs demanded by Vietnam’s garment 
industry.  
2. To what extent are technical–
vocational education and training 
(TVET) institutions collaborating with 
enterprises to improve skills 
requirements of FLMs in Vietnam’s 
garment industry? 
2. To examine the extent to which TVET 
institutions are collaborating with 
enterprises to develop skills of FLMs in 
Vietnam’s garment industry. 
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Table 1.1 
Skills Sets of Front Line Managers 
Authors       Skill Sets 
Di Gropello, Kruse and Tandon (2011) • Generic skills 
• Academic skills 
• Technical skills 
DuBrin (2011) • Conceptual skills 
• Interpersonal skills 
• Technical skills 
• Diagnostic skills 
• Political skills 
Katz (2009) • Conceptual skills 
• Human skills 
• Technical skills 
Stasz (2001) • Academic or cognitive skills 
• Generic skills 
• Technical skills 
• Soft skills 
 Researchers have categorised skills of FLMs from three to five skill sets with 
various names and definitions. The purpose of these researchers is the identification of 
the necessary skills of managers in the specific skill sets. It is realised that there are three 
major skill sets commonly reported in the literature: conceptual skills, human skills and 
technical skills. 
Skills assessments in the specific context of Vietnam are reported by Bodewig et 
al. (2014), and Nankervis et al. (2016). Necessary skills from these studies are located in 
two skill sets, namely, conceptual skills sets and human skills sets. In the specific context 
of Vietnam’s garment industry, technical skills sets for FLMs in the garment industry is 
identified through the National Occupational Skills Standard (NOSS) for the garment 
industry in Vietnam. The NOSS generally describes working groups regarding the FLMs, 
including organising the workforce in the sewing line, implementing technology, 
managing the sewing line and administrating the sewing line (MOLISA, 2008). These 
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technical skills shown in Table 1.2 will be used as a foundation to explore further 
necessary skills set of FLMs through data collection in this study. 
Table 1.2 
Predicted Necessary Skills Set of FLMs in Vietnam’s Garment Industry 
Authors       Necessary Skills 
Bodewig, Badiani-
Magnusson and 
Macdonald (2014) 
• Literacy 
• Foreign language 
• Numeracy 
• Team work 
• Ability to work independently 
• Communication 
• Creative & critical thinking 
• Problem-solving 
• Leadership 
• Job-specific technical skills 
• Time management 
Nankervis, Verma 
and Montague 
(2016) 
• Communication 
• Leading team 
• Problem-solving/critical thinking 
• Technical 
• Capacity to support and develop employees 
• Recognising good or bad performance 
• Competency in planning and evaluating work 
• Understanding different backgrounds and culture 
• Decision-making 
National 
Occupational 
Skills Standard—
Ministry of 
Labour Invalids, 
and Social Affairs 
(2008) 
• Organising workforce in the sewing line 
• Implementing technology 
• Managing the sewing line 
• Administrating sewing line 
1.3.2 Situated learning theory 
To develop the necessary skills of FLMs in Vietnam’s garment industry, the 
situated learning theory developed by J. S. Brown, Collins and Duguid (1989) and Lave 
and Wenger (1991) will be used as the theoretical lens to examine the engagement 
 12 
between TVET and garment enterprises. J. S. Brown et al. (1989) revealed that the present 
education system deals with challenges regarding a mismatch between what learners are 
learning and what they are applying in practice. In other words, there is a separation in 
the concept of ‘know what’ and ‘know how’ during the learning process. A drawback of 
the education system is that it has placed a great emphasis on the element through abstract 
and de-contextualised formal concepts but ignores situations in which learning occurs. 
Consequently, situations are only considered a sub-element and depend on the process of 
knowledge transfer. It is highlighted that situations through which knowledge is 
transferred need to be incorporated in the learning process. These situations might 
facilitate co-production of knowledge through specific activities and contexts. 
Lave and Wenger (1991) argue that social engagement in the learning process 
plays a fundamental role in skill acquisition. It is stressed that learners may not gain 
abstract knowledge and then reapply it in the working environment. Instead, skills 
acquisition needs to engage in the process under the condition of legitimate peripheral 
participation. In this process, learners will take part in the actual practice as experts but 
with a limited degree and responsibility for the final product. Lave and Wenger (1991) 
support the view that learning processes need to be embedded in an action context rather 
than in self-contained structures. Under the lens of the situated learning theory, for further 
research to enhance learning and teaching environments, it is necessary to deepen 
research into situations that determine ‘when narrower or broader contexts are required 
and when attention to narrower or broader skills are optimal for effective and efficient 
learning’ (Anderson, Reder, & Simon, 1996, p. 6). In view of this discussion, to shed light 
on a research problem of a mismatch of skills that are supplied by TVET institutions and 
are required by enterprises in Vietnam, the situated learning theory is considered the most 
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appropriate guiding theory for further investigations in this study. The framework for this 
study is indicated in Figure 1.1: 
 
 
 
 
 
 
 
Figure 1.1. Conceptual framework guiding the research. 
1.4 Contribution 
First, findings from this study will enhance the understanding of skills 
development for FLMs in the specific context of Vietnam’s garment industry. This 
understanding will contribute to the knowledge of skills development, with a specific 
focus on this industry. In particular, necessary skills for this industry could be different 
from those explored in developed countries and other developing countries and also be 
different across industries. This study is important and path-breaking because, to date, 
there is no evidence that skills-development-style research has been conducted in the 
context of Vietnam’s garment industry. Therefore, this study is the first in the context of 
Vietnam’s garment industry that attempts to explore different skills set that are expected 
by industry and supplied by educators. Second, this study will extend the situated learning 
theory in the Vietnamese labour context. Much of the research on this theory has been 
conducted in the Western learning environment, while this type of research in the 
Vietnamese context has been limited. Under the lens of the situated learning theory, this 
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study will contribute to a greater understanding of different learning forms to develop 
skills in the Vietnamese context through the engagement of the sectors of both education 
and industry. 
1.5 Thesis Structure 
The thesis is organised into eight chapters as follows: 
Chapter 1—Introduction: This chapter outlines the scope of this thesis with 
challenges of skills development of FLMs in Vietnam’s garment industry. It identifies the 
research problem of mismatch in skills supplied by TVET institutions and demanded by 
garment enterprises. This chapter also presents two key research questions and aims of 
this thesis before presenting the conceptual framework and contribution of this thesis. 
Chapter 2—Research Context: This chapter describes the Vietnamese context, 
including the garment industry, the education sector and the engagement between them. 
It first provides a concise background of Vietnam’s garment industry and then highlights 
challenges of Vietnam’s education during the transition process before discussing the 
need for collaboration between TVET institutions and garment enterprises to develop 
skills for the Vietnamese workforce. 
Chapter 3—Literature Review: This chapter reviews skills identification for 
FLMs. It also reviews the current literature on the engagement of education and industry 
in skills development. This chapter then focuses on the application of the situated learning 
theory to guide regarding methods to develop skills for FLMs in the garment sector. 
Chapter 4—Methodology: This chapter outlines the methodology used in this 
study, qualitative research in terms of in-depth semi-structured interviews, and provides 
justification for its use in this study. It then outlines the methods of data collection, 
analysis and triangulation. The key ethical considerations associated with the research are 
discussed in this chapter. 
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Chapter 5—Necessary Skills of FLMs in Vietnam’s garment industry 
(Finding 1): This chapter outlines the data analysis results. It focuses on finding the 
answer to research question 1: What are necessary skills that front line managers require 
to fulfil their job in Vietnam’s garment industry? The combination of data, ranging from 
secondary data via documents from the government, education sector and industry to 
primary data via interviews and field notes is useful for identifying necessary skills sets 
of the FLMs in Vietnam’s garment industry. This chapter identifies 19 necessary skills 
categories in four main skills sets: technical skills, human skills, conceptual skills and 
psychological skills. 
Chapter 6—The extent of collaboration between education and industry to 
develop skills for FLMs in garment sector (Finding 2): This chapter develops the 
findings to answer research question 2: To what extent are technical–vocational 
education and training (TVET) institutions collaborating with enterprises to improve 
skills requirements for front line managers in Vietnam’s garment industry? It reveals four 
main barriers to the collaboration between TVET institutions and garment enterprises to 
develop the skills sets identified in Chapter 5. They comprise the absence of supportive 
government policies for collaboration; insufficient competencies to support 
collaboration; mind-set differences between stakeholders preventing collaboration; and 
the failure of collaboration to support internships. 
Chapter 7—Discussion: This chapter interprets the research findings from 
Chapters 5 and 6. It then reflects on those findings in comparison with those of previous 
studies to highlight the significance of this study for skills development in the garment 
sector in the transition process of Vietnam. 
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Chapter 8—Conclusion: This chapter includes theoretical and practical 
contributions and then presents implications and research limitations of this study before 
suggesting further research directions. 
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Chapter 2: Research Context 
2.1 Introduction 
The previous chapter presented an outline and rationale for the study. This chapter 
discusses the context of this study, including the garment industry, training institutions 
and the engagement between them in the specific context of Vietnam, in three sections: 
• The first section summaries the development of Vietnam’s garment industry to 
highlight its development path and its low position in the industry value chain. 
• The second section outlines the training institutions that supply skilled labour to 
the garment sector. It then highlights the challenges for training institutions to be 
able to meet industry training needs. 
• The third section explores the engagement between training institutions and the 
garment industry in Vietnam. It highlights the barriers and challenges to effective 
engagement between the two institutions responsible for skills development in the 
garment sector. 
2.2 Vietnam’s Garment Industry 
2.2.1 Definition 
The International Labour Organization (ILO, 1994) defines the garment industry 
as including ‘the activity that just performs the entrepreneurial functions of producing 
such as buying materials, designing and preparing samples, arranging for the manufacture 
of garments from their materials by contract factories and selling the finished apparel’ (p. 
2). 
The garment industry is part of a larger group of industries that includes textiles, 
design, garment manufacturing and fashion (Gereffi & Memedovic, 2003). The rationale 
for choosing the garment industry in this research is because of three main reasons. First, 
the garment industry is an essential employer in developing countries, such as Vietnam. 
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Second, the garment industry is vital in developing export markets, and value-added 
activities linked to manufacturing, thus assisting in the transition from an agricultural to 
an industrial economy (Phuong, 2015). Third, there are synergies from developing the 
garment industry, facilitating the growth of related sectors, such as textiles and design. 
2.2.2 Brief introduction to the garment industry 
Vietnam’s garment industry developed as an important industry from a traditional 
craft industry that was based on embroidery and weaving. The introduction of Nam Dinh 
Textile Complex in 1897 marked the formation and development of the industry, with the 
first contract made to export to the former Soviet Union in 1976. This contract was for 
Vietnam to import raw materials from the former Soviet Union and to sell back semi-
finished garment products (Tri, 2012). The success of the first contract led to further 
contracts; however, while this led to an increase in output, it continued to depend on the 
use of imported raw materials and to reinforce Vietnam’s garment industry as a producer 
of the lower-end CMT production mode. The result of these early contracts was an 
increase in the number of garment factories in Vietnam (Mai, 2011). 
According to data from the Vietnam Textile and Apparel Association, in 2014, 
Vietnam currently has around 6,000 garment enterprises with more than 2.5 million 
employees and accounts for 25% of the industrial sector output. Every US$1 billion 
garment exports create jobs for 150,000–200,000 employees, including 100,000 
employees in the textile and garment sectors and 50,000–100,000 employees in 
supporting sectors. The majority of enterprises are in the private sector (84%) and are 
located in the south-east of Vietnam and the Red River Delta. Garment enterprises 
accounted for about 70% of the whole textile, garment and supporting enterprise sectors 
with the main form of exports CMT (85%) as shown in Table 2.1 (Tot, 2014). 
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Table 2.1 
Overview of Vietnam’s Textile and Garment Sectors 
Indicator Unit Value 
Number of Enterprises Enterprise 6000 
Scale of Enterprises Business Unit 
A large proportion of Small and 
Medium Enterprise SME (200 - over 
500 people) 
Ownership of Enterprise  Private (84%), FDI (15%), State (1%) 
Structure of Enterprise  
Garment (70%), Spinning (6%), 
Woven/Knit (17%), Dye (4%), 
Supporting industry (3%) 
Distribution of Enterprise  North (30%), Central (8%), South (62%) 
Number of employees Workers 2.5 million 
Average income of employees VND 4.5 million 
Number of working days/week Day 6 
Number of working hours/week Hours 48 
Number of shifts/day Shift 2 
Value of textile and garment 
exports in 2013 (excluding fibre) USD 17.9 billion 
Value of textile and garment 
imports in 2013 USD 13.5 billion 
Main export markets  US, EU, Japan, Korea 
The main import market  China, Korea, Taiwan 
Major export products  Jackets, shirts, pants, shirts 
Production methods  CMT (85%); other (15%) 
Delivery time (lead time) Day 90–100 
Note: Adapted from A Breakthrough Opportunity (Co hoi buc pha) (p.11), by Bui Van Tot, 2014. 
Vietnam’s garment industry has experienced a growth in exports and an expansion 
in employment. The industry has attracted foreign investors because it has an abundant 
but low-skilled labour force (Tri, 2012). With over 2 million people employed, the textile 
and garment industries have become the largest source of employment (Better Work 
Vietnam, 2011). Figure 2.1 illustrates the dramatic growth of employment in the garment 
industry from only 231,948 in 2000 to over 1 million people in 2016 (GSO, 2005, 2010, 
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2017). Moreover, it is predicted that it could grow further to reach 3 million by 2020 
(Dung, 2008). 
 
Figure 2.1. Employment in Vietnam’s garment industry. Reproduced from Statistical 
Yearbook of Vietnam 2005, by General Statistics Office of Vietnam, 2005,  
retrieved from 
https://www.gso.gov.vn/default_en.aspx?tabid=515&idmid=5&ItemID=5691; 
Statistical Yearbook of Vietnam 2010, by General Statistics Office of Vietnam, 2010, 
retrieved from 
https://www.gso.gov.vn/default_en.aspx?tabid=515&idmid=5&ItemID=11974; 
Statistical Yearbook of Vietnam 2017, by General Statistics Office of Vietnam, 2017, 
retrieved from 
https://www.gso.gov.vn/default_en.aspx?tabid=515&idmid=5&ItemID=18941 
2.2.3 Current industry position 
In 2014, the export value of the garment sector reached US$24 billion, an increase 
of 19% compared with that in 2013, accounting for 11.5% of the gross domestic product 
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of Vietnam. The average growth rate of this sector in the period 2008–2013 reached 
14.5% per year, assisting Vietnam to become one of the countries with the highest growth 
rates worldwide. A growth rate of approximately 15% has resulted in increased foreign 
investment (Lan, 2008). The government has set a target for Vietnam’s textile garment 
industry to be in the top 5 countries of the world in terms of textile and garment exports, 
with an export turnover of US$25 billion by 2015. From 2016 to 2020, the growth rate of 
industrial production of the garment sector is forecast to be 12% to 13% per year. 
With success in both domestic and international markets and employment of over 
1 million workers, the garment industry is one of the largest and most strategic sectors in 
Vietnam (Lan, 2008). Despite past and projected growth, there is little evidence that the 
industry has developed a strategic approach to skills development for employees, 
considering that skills development is one of the critical factors to improve labour 
productivity. 
On the world map of the garment industry, Vietnam’s garment industry is known 
as a professional cut-make-trim production modality exporter with a concentration on the 
‘sewing’ stage of the production process, the point of low value-add. The rationale for 
Vietnam’s garment industry choosing this modality is its risk reduction approach in the 
manufacturing process by only focusing on the garment manufacturing stage without 
being involved in other stages in the global value chain. Figure 2.2 is the garment industry 
smiling curve that is adapted from the supply chain research of Frederick (2010). 
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Figure 2.2. The garment industry smiling curve. Adapted from the chain upgrading in 
Development and Application of a Value Chain Research Approach to Understand and 
Evaluate Internal and External Factors and Relationships Affecting Economic 
Competitiveness in the Textile Value Chain (p. 109), by S. E. Frederick, 2010, North 
Carolina State University. 
Labour productivity in Vietnam’s garment, textile and footwear industry is very 
low. The labour productivity index in the manufacturing of garment, textile and footwear 
were only $1,741 in Vietnam; while that of the garment, textile and footwear industries 
in other countries, namely Thailand and Indonesia, are $8,178 and $4,149, respectively 
(International Labour Organisation 2016). A strengths, weaknesses, opportunities and 
threats analysis (Tot, 2014) showed that one of the most significant weaknesses of the 
Vietnamese garment industry is that of poor technical and non-technical skills. 
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Figure 2.3. Labour productivity in some selected Asia countries. Adapted from Wages 
and productivity in the garment sector in Asia and the Pacific and the Arab States (p.8). 
by International Labour Organisation, 2016. 
According to Fernandez-Stark, Bamber and Gereffi (2012), through the 
relationship between the global value chain and labour skills shown in Figure 2.4, 
Vietnam’s garment industry is in the low-value area and indicates that a large number of 
workers focus on manual activities. These workers are unskilled and lack formal training. 
Enterprises can easily accommodate low-skilled workers through short-term training in 
their enterprises before launching them in the workplace. However, to manage the 
workforce on sewing lines effectively and thus support productivity growth in garment 
enterprises, having FLMs with necessary skills is an indispensable factor. 
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Figure 2.4. Relationship between the global value chain and labour skills. Adapted from 
Upgrading in Global Value Chains: Addressing the Skills Challenge in Developing 
Countries (p. 11), by K. Fernandez-Stark, P. Bamber and G. Gereffi, 2012, Paris,  OECD. 
2.2.4 Trends in the industry 
 Challenges 
Vietnam’s textile and accessory industries have not evolved structurally, 
remaining dependent on imported raw materials. There are other challenges, including an 
underdeveloped legal system and institutions, and environmental challenges associated 
with industrial production (Tot, 2014). 
According to Tri (2014), Vietnam’s domestic garment enterprises are mainly 
small to medium scale; their ability to attract investment is limited, financial resources 
are inadequate and technological innovation capabilities are limited. Vietnam must meet 
the strict requirements regarding the rules of origin for fabric under the new free trade 
agreements (FTAs) and the rules of origin for fibre under the Comprehensive and 
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Progressive Agreement for Trans-Pacific Partnership (CPTPP). Fibre materials for the 
sector are primarily imported from China. 
Investment in human resources, equipment, new technologies and intellectual 
property is necessary to help Vietnam’s garment enterprises make efficient use of export 
opportunities for preferential tariff treatment. Although garment enterprises are aware of 
the potential for improving labour productivity through the development of human 
capital, such development plays a ‘secondary’ role in improving the competitive 
advantage of the garment industry in developing countries, including Vietnam 
(Fernandez-Stark, Frederick, & Gereffi, 2011). Unfortunately, owing to the specific 
characteristics of the sector, the garment industry requires a stable, skilled workforce to 
be able to survive and grow sustainably. To have a skilled workforce, enterprises in the 
garment sector need to increase the effort, time and money invested to develop their 
human resources systematically; otherwise, it will seriously affect their product quality 
and labour productivity. 
Fernandez-Stark et al. (2011) discuss the challenges of skill development in this 
sector of developing countries in general and Vietnam specifically. Other countries in 
their published case studies, including Turkey, Bangladesh, Sri Lanka, Lesotho, and 
Nicaragua, have placed substantial emphasis on the job training through instructions of 
enterprise supervisors to fill in the skills gap of the garment industry. The main reason 
for this option is reducing the costs and addressing the limitations of TVET, especially 
mismatch between skills supplied by the education sector and demanded by the garment 
industry. 
There is a shortage of skilled labour across the garment industry in developing 
countries. Although expatriate placements (importing labour) can meet short-term skill 
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gaps, technical challenges, language differences and cultural incompatibilities remain in 
depending on imported labour (Fernandez-Stark et al., 2011). 
Vietnam’s garment industry is struggling to build a long-term strategy to invest in 
the workforce (Montague, 2013). Human resources were considered one of the most 
crucial elements of this industry when Vietnam signed a series of FTAs and joined the 
World Trade Organization (WTO) and the CPTPP (MacIntosh, 2013). If there are no 
improvements in the productive investment for the workforce, Vietnam’s garment 
industry cannot meet the increasing demands of customers with orders requiring higher-
quality products (Nadvi et al., 2004). 
 Development trends 
For the textile and garment industries, a training program for human resource 
development was approved by the Ministry of Trade to ensure the adequate training and 
development of white- and blue-collar workers for the sector. Specifically, the projected 
need for the sector from 2016 to 2020 was an additional 30,200 white-collar and 430,000 
blue-collar workers. 
2.2.5  Factors affecting Vietnam’s garment industry 
 External factors 
Vietnam’s garment industry has to address the impact of external trade 
developments. The first significant trade agreement is the European Union (EU)–Vietnam 
FTA that was signed in June 2019. This FTA will help reduce the current tax rate that 
Europe imposes on Vietnam’s garment products from 11.6% to 0%. This is estimated to 
increase the export value from Vietnam’s garment industry to the EU by approximately 
6% per year (Tot, 2014). Simulation results from the European Trade Policy and 
Investment Support Project show that Vietnam will significantly increase national income 
by 2025 (gross domestic product is predicted to increase by 2–2.5% annually). By 2020, 
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exports from Vietnam to the EU are estimated to rise by 75% (Tot, 2014). In addition, the 
CPTPP will be one of the most important agreements for Vietnam, enabling it to take 
advantage of export to partnership members as tax exemptions reduce the cost of Vietnam 
goods (Ha, 2013). 
However, the EU–Vietnam FTA and CPTPP both contain rules regarding ‘the 
origin of yarn and fabric’, resulting in a challenge for the sustainable development of 
Vietnam’s garment industry (Anh & Diu, 2014). Regardless, this challenge provides an 
opportunity for the garment sector and the potential benefits of the EU–Vietnam FTA and 
the CPTPP. They have drawn the attention of the Vietnamese government to formulate 
and develop policies to support the sector in increasing the rate of local production of raw 
material and in attracting increased foreign investment to develop the raw material stage 
of the production process. As a result, Vietnam’s garment industry needs to have suitable 
and updated skills to take advantage of these opportunities. 
 Internal factors 
To support the FTAs and CPTPP, the Vietnamese government has established 
standards and provided incentive policies facilitating the development of the garment 
industry. In particular, the government introduced two central policies in 2008 for the 
development of the garment industry. 
On 10 March 2008, the Prime Minister approved a strategy to develop Vietnam’s 
textile and garment industry until 2020. The primary purpose of this strategy is to 
facilitate the growth of this industry, leading to its sustainable development. Notably, it 
concentrates on addressing the severe drawbacks of this sector in the areas of branding, 
designs, support industries and raw material supply. Further, the government is 
determined to improve workforce skills by a process to develop human resources 
quantitatively and qualitatively through training managers, technicians and skilled 
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workers for building a workforce of good entrepreneurs, specialised officials and skilled 
workers (Dung, 2008). 
On 23 October 2008, the Ministry of Trade approved a training program for the 
textile and garment industry until 2020. The training program requires that training 
institutions play a fundamental role in supporting the textile and garment industry in the 
new context of globalisation and shifting the textile and garment production forward in 
terms of technology and productivity (Khu, 2008). This training program stated that the 
development of human resources for this sector is the responsibility of the whole sector, 
including enterprises, training institutions and employees, to align the outcomes of 
training institutions with social demands, to strengthen the link between training 
institutions with employers and to match production with technology (Khu, 2008). 
However, to date, the implementation of this program has not been systematically 
assessed. Some collaboration between education and enterprises has been undertaken, but 
these collaborations are mainly superficial, allowing students to visit workplaces and to 
engage in internships in enterprises, without systematic and on-going collaboration in the 
formation and development of higher skills for workers. Having an adequate supply of 
skilled workers for both production and managerial workers is a fundamental requirement 
for the sector to expand, increase output and quality and support expanding export 
markets. 
2.3 Education Systems in Vietnam 
2.3.1 Introduction 
Vietnam’s education system design was based on the training system in the Soviet 
Union (T. T. Tran, 2013a). Before Doi Moi in 1986, the Vietnamese higher education 
system was based on the Soviet system and was appropriate to a centrally planned 
economy (T. T. Tran, 2013b). Under this education system, learner attributes attached to 
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conformity, hard work and loyalty instead of skill development to meet the needs of 
business communities (T. T. Tran, 2014b). During the period from 1950 to the mid-1980s, 
this perspective resulted in the establishment of public-sector universities to serve the 
state and the collective economy (Fry, 2009). Although Vietnam’s tertiary education 
system achieved significant results after a series of reforms, Soviet approaches were 
ingrained in the education system (Huong & Fry, 2004; T. T. Tran, 2013a). 
From the period of Doi Moi (1986), Vietnam developed market mechanisms as 
leverage to develop its economy. At the same time, the Vietnam government 
acknowledged that it was time to reform its education system to adapt to new economic 
circumstances. The first step of the education reform process, an innovative structure with 
diversification, socialisation and democratisation of education was launched and 
implemented over the whole country. With this new structure, a variety of university types 
was introduced and expanded to lay a foundation for the socio-economic development of 
Vietnam (Huong & Fry, 2004). Apart from public-sector schools, new private-sector 
institutions were included as ‘people-founded’ and ‘fully private’ as were colleges to fill 
the gap that public-sector institutions could not (Hayden & Van Khanh, 2010). 
Second, although higher education in Vietnam is in the process of reform, the 
central planning of the state and controls over higher education remain important (E. S. 
George, 2010). The state, through the Ministry of Education and Training (MOET), still 
holds tight control of the whole higher education system. It controls the design of 
curriculum, finance and quotas of student entries. Only two national universities in Hanoi 
and Ho Chi Minh City have special status to decide their curriculum (Hayden & Lam, 
2007). The majority of universities in the Vietnamese education system are still using 
outdated curricula and are not responding to labour market requirements (Nghi, 2010). 
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2.3.2 Challenges in Vietnam’s education system 
 Higher education 
The current model of higher education in Vietnam has not caught up with the 
transformation to a market economy. Although universities have acknowledged 
deficiencies in the system, they remain subject to the control of the central government 
through MOET. Policies in the higher education system, such as the curriculum, salaries 
and the number of students admitted each year, are decided by the government (T. T. 
Tran, 2013b). The result is that the Vietnamese education system is falling behind in terms 
of generating skilled graduates (T. T. Tran, 2013b; Trung & Swierczek, 2009). 
The development of the education system serves various purposes, such as 
catering to needs of economic and social development and addressing the emerging skills 
gap (Chand, Duncan, & Quang, 2001; Hayden & Lam, 2007). The education system will 
need to be improved to address these challenges (Oostendorp & Doan, 2013). A distinct 
advantage will be achieved when developing countries open their higher education 
market to foreign institutions (Trung & Swierczek, 2009). It will take some time for 
domestic institutions to prepare the workforce to design and deliver high-quality, relevant 
curricula (Hayden & Lam, 2007; Wright, Cushman, & Nicholson, 2002). 
The Vietnamese education system has achieved positive results in reducing 
illiteracy by supplying fundamental skills, such as reading or writing skills (T. T. Tran, 
2013b). However, to be successful in cutting-edge science and technology, the workforce 
needs to be equipped with advanced, necessary skills to survive and respond to the 
competitive global labour market (Trung & Swierczek, 2009). Hence, Vietnam needs to 
increase skilled workers in both management and in technical positions (Collins, 2009; 
Neupert et al., 2005). In particular, the lack of a skilled labour force, the dearth of 
vocational skills and high rates of unemployment among graduates indicate a mismatch 
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between demand and supply of workforce (Collins, 2009; Ketels, Cung, Anh, & Hanh, 
2010). 
In the Vietnam tertiary education sector, skills development is a significant 
challenge (T. T. Tran, 2013b). Skills development to satisfy the labour demands of the 
economy has become an urgent issue. Not addressing this challenge will become a burden 
of not only the Vietnam education system but also the whole economy if skills 
development is continuously ignored (Trung & Swierczek, 2009). Vietnam’s garment 
industry is one of the sectors severely affected by the skills gap and analysing the 
challenge, and in particular, examining the link between skill providers and garment 
enterprises is a core issue addressed in this research. 
 Technical–vocational education and training (TVET) 
Together with the higher education sector, the TVET sector is the critical avenue 
for developing skills needed across the economy (Bodewig et al., 2014). While there has 
been a dramatic expansion in tertiary education enrolments, in contrast, enrolments in 
TVET, have declined. According to the GSO (2017) of Vietnam, in 2014, there were 
2,363,900 students enrolled in higher education, but only 349,700 students in the TVET 
sector (see Figure 2.5). 
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Figure 2.5. The number of students enrolled in higher education and TVET sectors. 
Reproduced from Statistical Yearbook of Vietnam 2014, by General Statistics Office of 
Vietnam, 2005, retrieved from 
https://www.gso.gov.vn/default_en.aspx?tabid=515&idmid=5&ItemID=15197 
According to the ADB (2014), results of the Labour Force Survey showed that the 
proportion of people in Vietnam’s labour market who received technical and vocational 
training is deficient. In a total of 50.35 million people in the workforce, only 7.8 million 
were formally trained, accounting for 15.4% of the workforce. It means that 84.6% of the 
workforce lacked formal tertiary qualifications. The latest statistical data from the GSO 
(2014) of Vietnam indicate a decline in TVET graduates, adding to the above trend and 
indicating a general decline in technical skills (Figure 2.6). 
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Figure 2.6. The number of TVET graduates. Reproduced from Statistical Yearbook of 
Vietnam 2014, by General Statistics Office of Vietnam, 2005, retrieved from 
https://www.gso.gov.vn/default_en.aspx?tabid=515&idmid=5&ItemID=15197 
Garment enterprises have a significant demand for both blue and white colour 
workers but have difficulties recruiting suitable staff because of the lack of skilled 
workers. Skill shortages exist, while at the same time, a large number of graduates cannot 
find work. While university graduates are numerous and many are unemployed, 
technicians and professionals from TVET are in short supply, creating skill shortages and 
production bottlenecks in many sectors (Fernandez-Stark et al., 2012) 
Although FLMs are an integral element in garment enterprises, no comprehensive 
training programs are available to supply the necessary skills for this crucial group. To 
meet the needs of FLMs, garment enterprises often select internally from technicians or 
engineers to address the shortage of available and experienced managers (N. T. Le, 2018). 
To partially remedy the skills shortages, enterprises or educational institutions establish 
short-term training courses for FLMs. However, these courses have mixed outcomes in 
terms of meeting the needs of Vietnam’s garment enterprises. 
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Accurate identification of job needs and necessary skills are challenges for the 
garment industry to address (Fernandez-Stark et al., 2012). The supply of the workforce 
to meet the needs of the garment industry becomes important, especially in developing 
countries, such as Vietnam, where the limitations of the education system and high 
unemployment rate continue to be unresolved problems. Since mismatch between 
training institutions and industry in skills development for workforces is still a significant 
challenge, the Organisation for Economic Co-operation and Development has identified 
fundamental strategies for prospective workforce development when entering the global 
value chain (Fernandez-Stark et al., 2012). 
2.4 Engagement Between Education and Industry Sectors in Vietnam 
Although Vietnam has achieved impressive results in education enrolments, 
issues of skilled worker shortages persist alongside increasing enrolments in tertiary 
education (ADB, 2014). According to the STEP Employer Survey in Vietnam, a majority 
of employers stressed that having an appropriately qualified workforce is difficult owing 
to inadequate skill supplies and a shortage of workers in some occupations leading to a 
‘skill shortage’ (World Bank, 2015). Employers struggle to recruit the right applicants 
with suitable skills despite an extensive list of applicants applying. The skills shortage 
reflects a mismatch between the labour supply skills and those skills required to meet 
existing jobs. Employers point out that the education system needs to take responsibility 
for not supplying the required skilled workforce. According to their viewpoint, graduates 
are not equipped with the necessary skills and suitable vocational skills through the formal 
education environment. If these issues of skills are not addressed, the garment industry in 
particular and the Vietnamese economy in general will face difficulties in meeting 
industrialisation and modernisation goals (Bodewig et al., 2014). 
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The Vietnamese economy in general and the garment industry in particular have 
challenges of increasing productivity, improving competitive advantage and ensuring 
sustainable development in a globally competitive integrated world (MacIntosh, 2013). 
The challenging situation of skill mismatch requires closer connections between 
employers, institutions and the government (Painter, 2005). With suitable preparation and 
sustainable strategies for skills development, Vietnam’s garment industry will be able to 
achieve impressive results; however, this requires a concerted strategy related to skills 
development. 
A solution to develop the skills of the workforce in the garment industry is crucial 
in the context of the increasing pressures of global competition. It aims to place the issue 
of a match between the supply and demand for skills in the garment industry in the centre. 
To tackle this skill issue, similar to Vietnam, Bangladesh’s garment industry introduced 
specific development programs for management, especially FLMs. With sufficient 
training of FLMs, these cohorts will be responsible for developing the unskilled labour 
force in their enterprise through on-the-job training activities, leading to productivity 
improvement in their enterprises (Fernandez-Stark et al. 2011). 
Another plausible solution is that enterprises need to build an effective network 
with training institutions to link theoretical knowledge with practical experience. 
Specifically, skills attached to the practical production process need to be prioritised 
(Collins, 2009; Tri, 2012). According to Tri (2012), the current human resources in 
Vietnam garment industry are still weak and inadequate. Both the management staff and 
workforce of this sector are not trained in basic skills for the sector. In addition, according 
to MacIntosh (2013), shortcomings in human resources place burdens on this garment 
sector only owing to the limited capacity of domestic training institutions. Consequently, 
 36 
enterprises are forced to hire and spend more to recruit talented employees from other 
industries or other countries. 
2.5 Conclusion 
Vietnam’s garment industry plays a significant role in Vietnam’s economy, 
attracting a large, important workforce and being in the top five garment exporters in the 
world. However, the Vietnamese economy in general and the garment industry in 
particular are dealing with challenges of increasing productivity, improving competitive 
advantage and ensuring sustainable development in a globally competitive integrated 
world (MacIntosh, 2013). In terms of the development of Vietnam’s garment industry, 
the need for developing human resources with high-quality skills is crucial, especially for 
the strategic position of FLMs. Since Vietnam’s garment industry is still exploiting the 
CMT production mode (over 75%), the role and responsibility of its FLMs are crucial to 
ensure productivity enhancement. However, a cohort of these FLMs lacks the necessary 
skills required to address their duties and requirements in the workplace effectively. The 
education system, especially TVET, has not met the training requirements of garment 
enterprises. In addition, the engagement between education and garment enterprises is 
weak and ineffective to address the problem of skills development. The challenging skills 
shortage and skills development problem requires closer connections between employers, 
tertiary institutions and the government (Painter, 2005). With suitable preparation and 
sustainable strategies for skills development, Vietnam’s garment industry will be able to 
meet development and export objectives. The following chapter will address key issues 
of skills identification of FLMs and approaches through which the education sector and 
industry can collaborate to develop skills for their workforce. 
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Chapter 3: Literature Review 
3.1 Introduction 
The previous chapter discussed the specific context of Vietnam, including the 
garment industry, training institutions and the engagement between them. This chapter 
reviews the literature on the necessary skills of FLMs and how to develop these skills in 
the garment industry. It will address the key issue in the literature in terms of skills 
identification of FLMs in general and in the specific context of Vietnam. This chapter 
will then focus on the need for skills development via education–industry collaboration 
for the development of the economy, especially the transitional economy of Vietnam. It 
consists of four sections. 
The first section reviews the position, function, and role of FLMs from previous 
studies worldwide, narrowing down the review to Vietnam’s garment industry. Then, the 
skills of FLMs in general are reviewed before moving to the skills of FLMs in Vietnam’s 
garment industry. 
The second section reviews the literature on the skills required by enterprises and 
skills supplied by training institutions. From here, the research problem, the mismatch in 
skills supplied by education and demanded by the industry globally is identified. Skills 
mismatch is also a problem of Vietnamese enterprises and training institutions as 
mentioned in the previous chapter. 
The third section presents how to respond to the skills mismatch from the 
perspectives of education and industry. It focuses on approaches to the engagement of 
education and industry to develop skills for the garment industry in Vietnam. 
In the fourth section, the conceptual framework for the study is developed through 
the situated learning theory. This theory is selected because it is the most appropriate 
theory to fill the gap in the literature on skills mismatch, through this study. 
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3.2 Methodology of the Literature Search 
3.2.1 The search process 
From the research objectives, key words were identified to guide the literature 
search. The literature search involved four specific databases: EBSCOhost, ProQuest, 
ScienceDirect, and Taylor & Francis. Through an advanced search function from these 
four databases, the researcher filtered results to only consider articles published between 
the years 2008 and 2018; in English language; and for which full-text download is 
available. The researcher also used specific key words (front line manager* OR first line 
manager* OR supervisor*) AND (skill development* OR skill analysis* OR skill 
training*) AND (apparel industry* OR garment industry* OR clothing industry*) AND 
(Vietnam); and (collaboration OR engagement OR connection) AND (education OR 
institution) AND (industry OR enterprise). From these key words, the researcher 
extended the search for new key words, which were ‘generic skills’, ‘empirical skills’, 
‘competencies’; and ‘skills need’, ‘skills supply’, ‘skill gap’, ‘skills mismatch’. This 
approach was useful for the researcher to focus and narrow down to the research topic. 
From the searches, the researcher identified journals that had multiple 
publications and the journals that met the research objectives. Journals were coming from 
those four above databases with hundreds of journals that researchers had used to cite for 
this thesis. Among those journals, researcher especially noticed three main journals 
including Journal of Education and Training, Journal of Education and Work, and Asia 
Pacific Journal of Human Resources. The researcher registered with these journals to 
receive the latest publications for updating the literature review. The rationale for paying 
more attention to those three main journals than others because they contained articles 
relevant to the garment sector and Vietnamese context. 
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3.2.2 Grey literature 
However, given the lack of literature regarding skills development in the specific 
context of Vietnam’s garment industry, the researcher sourced grey literature to access 
specific publications from the industry, non-governmental organisations and government 
dealing with Vietnam’s garment industry. 
The international sources of grey literature included reports regarding skills 
development from international organisations, such as the ILO, World Bank, and WTO. 
In addition, upcoming FTAs and the CPTPP relating to the development of Vietnam’s 
garment industry are covered in this chapter. 
Vietnamese sources accessed included newspapers, specialised garment 
magazines and Vietnamese government websites in English or Vietnamese that 
mentioned Vietnam’s garment industry. The researcher registered to Thu Vien Phap Luat, 
an online Vietnamese law library, to have up-to-date information on new Vietnamese 
polices released. These policies included education reforms, garment industry analysis 
and human resource development in the garment industry. 
For specialist sources regarding Vietnam’s garment industry, academic books, 
scientific research of students and lecturers from the education sector and internal reports 
and documents from Vietnamese garment enterprises that addressed the central research 
issues were also accessed. 
3.3 Front Line or First-Line Managers 
3.3.1 Definition 
‘First-line managers are responsible for the daily supervision of the non-
managerial employees who perform many of the specific activities necessary to produce 
goods and services. First-line managers work in all departments or functions of an 
organization’ (Jones & George, 2006, p. 13). 
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3.3.2 The key position of the front line manager 
A typical organisation has three levels of management. These levels are organised 
as a pyramid with the top managers located in narrow space at the peak, middle managers 
occupying a broader space in between and FLMs the broadest space at the bottom of the 
pyramid, as shown in Figure 3.1. While top managers concentrate on planning and 
decision-making activities, FLMs focus on day-to-day operations (University of 
Minnesota Libraries, 2016). 
Figure 3.1. Levels of management. Adapted from Exploring Business (p. 222), by 
University of Minnesota Libraries, 2016. 
 Top managers 
Top managers are responsible for the health and performance of the organization. 
They set the objectives, or performance targets, designed to direct all the activities 
that must be performed if the company is going to fulfil its mission. Top-level 
executives routinely scan the external environment for opportunities and threats, 
and they redirect company efforts when needed. They spend a considerable 
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portion of their time planning and making major decisions. (University of 
Minnesota Libraries, 2016, p. 222) 
 Middle managers 
Middle managers are in the “middle” of the management hierarchy: They report 
to top management and oversee the activities of first-line managers. They are 
responsible for developing and implementing activities and allocating the 
resources needed to achieve the objectives set by top management. Common job 
titles include operations manager, division manager, plant manager, and branch 
manager. (University of Minnesota Libraries, 2016, p. 222) 
 First-line managers or front line managers 
First-line managers supervise employees and coordinate their activities to make 
sure that the work performed throughout the company is consistent with the plans 
of both top and middle management. They’re less involved in planning than 
higher-level managers and more involved in day-to-day operations. It’s at this 
level that most people acquire their first managerial experience. The job titles vary 
considerably but include such designations as department head, group leader, 
office manager, foreman, and supervisor. (University of Minnesota Libraries, 
2016, p. 222) 
Owing to the strong impact on their employees and enterprise, FLMs play a role 
as a fundamental human resource when they interact with employees every day and 
motivate them. If they perform poorly, it will affect labour productivity and firm 
performance. 
3.3.3 Roles of front line managers 
Even though different levels of managers have various ways to perform their jobs, 
Mintzberg (1973) categorised roles of managers into three groups, informational, 
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interpersonal and decisional activities, with 10 specific role groups as shown in Table 3.1. 
The research being cited is not new, but Mintzberg’s findings remain central to the 
understanding and analysis of management. 
Table 3.1 
Mintzberg’s Managerial Roles 
Category  
 
Role Description 
 
Interpersonal Figurehead Symbolic head; obliged to perform a number of 
routine duties of legal or social nature 
Leader Responsible for the motivation and activation of 
subordinates, for staffing, training, and associated 
duties. 
Liaison 
 
Maintains a self-developed network of outside 
contacts informers who provide favours and 
information 
Informational Monitor Seeks and receives a wide variety of information and 
emerges as the nerve centre of internal and external 
information of the organisation. 
Disseminator  Transmits information received from outsiders or 
from other subordinates to the members of the 
organisation. 
Spokesperson Transmits information to outsiders on the 
organisation’s plans, policies, actions, and results …; 
serves as an expert on the organisation’s industry. 
Decisional Entrepreneur 
 
Searches organisation and its environment for 
opportunities and initiates improvement projects to 
bring about change and supervise the design of 
projects. 
Disturbance 
handler 
Responsible for corrective actions when the 
organisation faces important, unexpected 
disturbances. 
Resource 
allocator 
Responsible for the allocation of organisational 
resources or approve of all significant organisation 
decisions 
Negotiator Responsible for representing the organisation at major 
negotiations. 
Note: Adapted from The nature of managerial work (p. 92), by Henry Mintzberg, 1973, Englewood Cliffs, 
N.J.: Prentice-Hall. 
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3.3.4 Front line managers in the garment industry 
To determine the necessary skills required by FLMs, it is necessary to clarify the 
position and duties of FLMs in terms of the present-day garment industry. 
 Position 
The FLMs are shopfloor managers, performing the first level of management 
(direct) in the system. In the garment sector, FLMs are directly administrating the sewing 
line. They are the bridge between workers and middle managers. The position of the 
FLMs in garment enterprises is shown in Figure 3.2. 
 
 
 
 
 
 
 
 
 
 
Figure 3.2. The position of the front line manager in garment enterprise. Adapted from 
Designing the Sewing Line in Garment Industry, by N. T. Le, 2018. 
In garment manufacturing enterprises, on the one hand, new workers are normally 
are fresh workers without the sewing skill and the garment enterprises will be in charge 
of training them the sewing skill due to the severe lack of workers in the garment sector.  
On the other hand, skilled workers are experienced workers with good sewing skill. They 
can be either new workers after a period of working in the workplace promoted by their 
own garment enterprise or newcomers from other garment enterprises. Subsequently, the 
most skilled workers can be selected to become a FLM. With his or her effort and 
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learning, the FLM can move to a higher level such as foreman, production manager or 
director of an enterprise. 
With this position in the system of garment enterprises, FLMs always have to stay 
‘in between’. Supervisors of FLMs are middle managers, while subordinates of FLMs are 
shopfloor workers. Since they stay in this sensitive ‘in between’ position, the FLMs must 
work under pressure. Without having the necessary skills to address the relationship 
between people, and problems that emerge in the workplace, the FLM will be evaluated 
as a less capable person in the eyes of middle managers and impotent in the eyes of 
workers. To avoid being in this ‘in between’ position, the FLMs take a role as an 
impresario. It means that they empower workers to perform their work without doing the 
work of workers. The FLMs must be a bridge to facilitate people working together and 
solve problems by themselves. To work more effectively, the FLMs also need to link to 
the other FLMs so that they can share the information from their workplace and the way 
they are managing the garment enterprise system. It is beneficial for FLMs in the 
production process because mistakes will not be repeated and innovative ideas are 
replicated through the shared information in internal departments of garment enterprises 
(N. T. Le, 2018). 
 Duties 
The duties of the FLMs in garment enterprises include planning, organisation, 
management and administration, worker encouragement and production control on 
sewing lines. First, FLMs plan the details for production orders and distribution of 
workers, equipment and semi-finished products and prepare plans needed for the 
manufacturing process. Second, in the manufacturing process, FLMs manage facilities, 
materials and equipment in the enterprise following the progress of the production plan 
that has been established. Third, to achieve production goals, during the production 
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operation, the FLM closely manages and encourages workers to complete the production 
plan with quality assurance and delivery on time. Finally, the FLM also is responsible for 
controlling elements relating to the production process on the assembly line, to ensure 
continuous operation lines, to achieve production and product quality at the lowest cost 
(N. T. Le, 2018). 
The working time of FLMs is devoted to employee management, and then product 
planning, production processes and product quality. FLMs also perform the duties of 
monitoring productivity, quality and working process. As low-level managers, FLMs also 
have the manager’s functions: management of equipment, semi-finished products, 
finished products, employees and the manufacturing process (N. T. Le, 2018). 
3.3.5 Skills of front line managers 
According to Di Gropello et al. (2011), functional skills that employees need to 
possess to be employable and to support firms’ competitiveness and productivity are 
classified into three areas, generic, technical and academic skills. Similarly, Katz (2009) 
categorised skills of managers in three groups: technical, human and conceptual skills. 
Stasz (2001) classified skills into four broad areas: academic or cognitive, generic, 
technical and soft skills. Differently, DuBrin (2011) classified skills into five groups: 
conceptual, interpersonal, technical, diagnostic, and political skills (see Table 3.2). 
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Table 3.2 
Skills Requirements of Managers 
Authors       Skill Groups 
Di Gropello, Kruse and Tandon (2011) • Generic skills 
• Academic skills 
• Technical skills 
Katz (2009); 
George and Jones (2017) 
• Conceptual skills 
• Human skills 
• Technical skills 
Stasz (2001) • Academic or cognitive skills 
• Generic skills 
• Technical skills 
• Soft skills 
DuBrin (2011) • Conceptual skills 
• Interpersonal skills 
• Technical skills 
• Diagnostic skills 
• Political skills 
According to George and Jones (2017), skill requirements depend on the 
responsibility and positioning of managers. The difference between senior managers and 
FLMs is the allocation of conceptual and technical skills. Senior managers require high 
levels of conceptual (understanding and organisational) skills, while FLMs require high 
levels of technical (processing) skills (see Figure 3.3). 
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Figure 3.3. Skills needed by three levels of management. Adapted from Essentials of 
Contemporary Management, by J. George and G. Jones, 2017, McGraw-Hill Education, 
2 Penn Plaza, New York, NY 10121. 
Conceptual skill involves the ability to see the enterprise as a whole; it includes 
recognizing how the various functions of the organization depend on one another, 
and how changes in any one part affect all the others; and it extends to visualizing 
the relationship of the individual business to the industry, the community, and the 
political, social, and economic forces of the nation as a whole. (Katz, 2009, p. 18) 
Human skill is the executive’s ability to work effectively as a group member and 
to build cooperative effort within the team he leads… This skill is demonstrated 
in the way the individual perceives (and recognizes the perceptions of) his 
superiors, equals, and subordinates, and in the way he behaves subsequently. 
(Katz, 2009, p. 8) 
Technical skill implies an understanding of, and proficiency in, a specific kind of 
activity, particularly one involving methods, processes, procedures, or techniques. 
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…Technical skill involves specialized knowledge, analytical ability within that 
specialty, and facility in the use of the tools and techniques of the specific 
discipline. (Katz, 2009, p. 7) 
3.3.6 Skills of front line managers in Vietnam 
In the context of Vietnam, Bodewig et al. (2014) indicate that the workforce’s 
skills are of three types: cognitive; social and behavioural; and technical skills. Bodewig 
et al. (2014) adopted the STEP Employer Survey from World Bank to identify 11 skills 
in Vietnam. They are viewed as the most important among blue- and white-collar 
workers. These 11 skills are teamwork; problem-solving; critical and creative thinking; 
communication; foreign language; time management; ability to work independently; 
leadership; adaptability; computer skills; and job-specific technical skills. 
Nankervis et al. (2016) investigated the skill shortages in Vietnamese 
organisations and suggested solutions for Vietnamese labour market challenges. This 
study is one of the first to have identified necessary skills of not only professional but 
also technical staff in the contemporary Vietnam context. They identified nine key skill 
shortages in Vietnamese organisations: communication skills, leading team, problem-
solving/critical thinking, technical, capacity to support and develop employees, 
recognising good or bad performance, competency in planning and evaluating work, 
understanding different backgrounds and cultures, and decision-making skills. 
In the specific context of Vietnam’s garment industry, technical skill requirements 
for FLMs in the garment industry are identified through the NOSS for the garment 
industry. The NOSS describes responsibilities for FLMs, including organising the 
workforce in sewing lines, implementing technology, managing sewing lines and 
administrating sewing lines. These skills will be used as a foundation to explore further 
necessary skills set of FLMs through data collection in this study (see Table 3.3). 
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Table 3.3 
Predicted Necessary Skills of FLMs in Vietnam’s Garment Industry 
Authors       Necessary Skills 
Bodewig, Badiani-
Magnusson and Macdonald 
(2014) 
• Literacy 
• Foreign language 
• Numeracy 
• Teamwork 
• Ability to work independently 
• Communication 
• Creative & critical thinking 
• Problem-solving 
• Leadership 
• Job-specific technical skills 
• Time management 
Nankervis, Verma and 
Montague (2016) 
• Communication 
• Leading team 
• Problem-solving/critical thinking 
• Technical 
• Capacity to support and develop employees 
• Recognising good or bad performance 
• Competency in planning and evaluating work 
• Understanding different backgrounds & 
cultures 
• Decision-making 
National Occupational Skills 
Standard: Ministry of 
Labour, Invalids and Social 
Affairs (2008) 
• Organising workforce in sewing lines 
• Implementing technology 
• Managing sewing lines 
• Administrating sewing lines 
Clarifying tasks and functions of the FLMs provides a good foundation for well-
prepared human resource programs to meet the requirements of this position in the 
garment industry. Although the FLMs need to have necessary skills to be able to fulfil 
their tasks in terms of the production process, this workforce in Vietnam’s garment 
enterprises currently lacks the most basic skills and has not been trained to develop these 
skills effectively. The formation and development of skills need both training in education 
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and working in the workplace. However, collaboration between schools and enterprises 
in the garment industry is needed because this collaboration yields benefits to both 
stakeholders. 
To build up the frame for skills of FLMs in Vietnam’s garment industry, skill 
groups and necessary general skills of FLMs are identified from studies by Stasz (2001), 
Di Gropello et al. (2011), DuBrin (2011) and Katz (2009), as listed in Table 3.4. 
Table 3.4 
Skills Groups of Managers 
Authors       Skill Groups 
Di Gropello, Kruse and Tandon (2011) • Generic skills 
• Academic skills 
• Technical skills 
DuBrin (2011) • Conceptual skills 
• Interpersonal skills 
• Technical skills 
• Diagnostic skills 
• Political skills 
Katz (2009); 
George and Jones (2017) 
• Conceptual skills 
• Human skills 
• Technical skills 
Stasz (2001) • Academic or cognitive skills 
• Generic skills 
• Technical skills 
• Soft skills 
Although these researchers have categorised skills of FLMs into three to five skill 
groups, the purpose is the identification of the necessary skills of managers in the specific 
skill groups. It is realised that there are three major skill groups commonly reported in the 
literature. They are conceptual skills, human skills, and technical skills. 
Second, skills in the specific context of Vietnam are reported by Bodewig et al. 
(2014) and Nankervis et al. (2016). Necessary skills from these studies are classified into 
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two skill groups: conceptual skills and human skills. In the specific context of Vietnam’s 
garment industry, technical skills for FLMs are identified through the NOSS for the 
garment industry. The NOSS generally describes working groups associated with FLMs, 
including organising workforce in the sewing line, implementing technology, managing 
sewing line and administrating sewing line. These technical skills will be used as a 
foundation to predict further necessary skills of FLMs through data collection in this 
study, as shown in Table 3.5. 
Table 3.5 
Necessary Skills of FLMs in Vietnam’s Garment Industry 
No. Skills set      Specific Necessary Skills 
1 Conceptual skills set 
• Problem-solving 
• Creative & critical thinking 
• Time management 
• Recognising good or bad performance 
• Competency in planning and evaluating work 
• Decision-making  
  
2 Human skills set 
• Teamwork 
• Leadership 
• Leading team 
• Communication 
• Foreign language 
• Capacity to support and develop employees 
• Understanding different backgrounds and 
cultures 
  
3 Technical skills set 
• Organising workforce in the sewing line 
• Implementing technology 
• Managing sewing line 
• Administrating sewing line 
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3.4 Skill Development 
3.4.1 Definition 
According to the ILO: 
Skills development is key in stimulating a sustainable development process and 
can make a contribution to facilitating the transition from the informal to the 
formal economy. Skills development is also essential to address the opportunities 
and challenges to meet new demands of changing economies and new 
technologies in the context of globalization. (ILO, 2008, p.16/46). 
3.4.2 Skill needs 
Workforce skills play a crucial role in increasing enterprise profitability and 
productivity (Ying Chu & Siu, 2004). As workforces are equipped with the necessary 
skills, individuals will increase their ability to work effectively and generate more income 
(Collins, 2009; Ketels et al., 2010; Montague, 2013). Not only enterprises but also 
national economies can take advantage of an up-skilled labour force (Hopper & Hopper, 
2007; Nankervis, Compton, Baird, & Coffey, 2011). 
Developing skills add to the cost of employing skilled workers, but if enterprises 
do not upskill, their productivity growth is reduced (Ketels et al., 2010; Warner, Goodall, 
& Ding, 1999; Ying Chu & Siu, 2004). Skills increase worker flexibility, but this then 
contributes to poaching, job turnover and wage increases unrelated to productivity (Shen 
& D’Netto, 2012). Thus, given the economic importance of skills, a central issue for 
countries is how to improve training systems and increase skills, as well as retain skilled 
workers (Ketels et al., 2010). 
According to the Asian Development Bank (2014), a workforce equipped with 
suitable skills is an integral element in developing an economy and modernising society. 
Based on the achievement of developed countries, economic expansion and 
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modernisation will transform labour demand from manual to non-manual tasks (Collins, 
2011). As a result, a skilled workforce is emerging as a key factor in economic and social 
development (P. Brown & Lauder, 2001; Manning, 2010). 
Increased productivity through developing a skilled labour force plays a key role 
in improving global competitive advantages (Porter, 1998). In the past, low labour cost 
was considered a dominant element for developing countries to attract foreign investment 
(Nankervis et al., 2011). However, this trend no longer fits with the actual needs in terms 
of human resources (Collins, 2009). In fact, with the shortage of skilled labour at present, 
these countries cannot develop production to higher levels and hence cannot promote their 
development to levels required to compete with other countries (Thang & Quang, 2005; 
Watson, Webb, & Johnson, 2006). 
Montague (2013) suggests that formal education and workplace learning are 
fundamental factors facilitating skill development. Through developing a skilled 
workforce, enterprises will encourage abilities of problem-solving, communication and 
teamwork; improve job performance; and increase productivity (Montague, 2013). 
Undoubtedly, there are a handful of consequences if a long and costly process of investing 
in a strong higher education system is omitted (T. T. Tran, 2013b; Trung & Swierczek, 
2009). This element will lay a foundation for providing qualifications required by the 
economy, and social development and global integration trends (Porter, 1998). However, 
in most developing countries, higher education systems have many inadequacies in 
producing graduates equipped with essential skills for work later (Collins, 2009). 
Edralin (2011) suggested that training is a practical strategy in the management 
of human resources and is also a factor stimulating creativity to bring a competitive 
advantage to enterprises. It is found that depending on the purpose of the training and 
development policy, enterprises will implement appropriate selections of training 
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programs to develop the knowledge and skills of their own workforce (Shen & D’Netto, 
2012). This is a good opportunity to not only develop a work segment that enterprises are 
involved with but also to change a society-working environment. Enterprises appreciate 
the importance of learning through technical training courses and enhancing the value of 
culture enterprises through self-career development (Edralin, 2011). 
It is indicated that Vietnamese managers are deficient in terms of addressing 
human resource management challenges (Ren, Collins, & Zhu, 2014; Zhu & Verstraeten, 
2013). Foreign investors complain that Vietnamese managers lack managerial skills as 
well as essential knowledge about the market economy. In parallel, Vietnamese managers 
tend to suppose that foreign investors are asking too much regarding functional skills 
(e.g., accounting, HRM, marketing and finance). Despite making some efforts, 
enterprises still have much under-skilled staff (T. T. Tran, 2013b). Skill needs are not 
only expected in the majority of workers but also in technicians and managers in the 
industry, including the garment industry that requires an intensive workforce at different 
levels. Under these circumstances, training is emerging as an essential means to connect 
the demand for, and supply of, a skilled labour force (Shultz et al., 2000). 
Workforce skills are formed and developed through the process of training and 
experience at the workplace. Schools with their training programs, infrastructure 
conditions, and teaching staff meet general training objectives. This process forms the 
foundation of basic knowledge and certain skills for graduates. Through employment, the 
workplace allows employees to apply skills and to further develop these under workplace 
conditions. This enables employees to form and develop necessary skills needed for their 
job. However, the gap between the requirements of a job and skills of employees may 
exist in the workplace. This gap will affect the effectiveness of the work of the employees 
in particular and the enterprise in general. 
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According to Bodewig et al. (2014), Vietnam is suffering from a skill shortage in 
its workforce because there is limited connection between employers, students, and 
universities. The key stakeholders do not interact sufficiently with each other. In 
particular, universities are providing skills that do not respond to the requirements of the 
labour market. Students are passive in the learning and teaching process and just follow 
what universities offer. They do not demand the knowledge and skills that they need to 
be equipped for a long-term career. Vietnamese employers have a high demand for a 
highly skilled workforce but are unable to attract such employees (Bodewig et al., 2014). 
Without information about emerging skill requirements of employers and the 
labour market, universities cannot develop suitable programs to provide learners the 
knowledge to make informed decisions in choosing programs that are appropriate for their 
further career development. In addition, without information about the quality of the 
programs from educational providers, learners cannot select suitable universities 
according to their ability and expectations. Therefore, strengthening the coordination 
between employers and universities is necessary to close the information gap. Although 
Vietnam has built this relationship, the current challenge is how to maintain and improve 
it (Bodewig et al., 2014). 
To explain this disconnect between actors, Lange, Ottens and Taylor (2000) 
highlighted that while the government makes efforts to create regulations or policies to 
promote a skilled workforce for enterprises, enterprises have often bypassed this through 
recruiting and selecting their workforce externally to recruit skilled employees. While the 
government expects enterprises to develop a skilled workforce, enterprises seek to recruit 
skilled labour and avoid training at the enterprise. 
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3.4.3 Engagement of educational providers and industry 
This section has been developed based on the study of Ankrah and Omar (2015) 
that reviewed 191 recent studies concentrating on the collaboration of education and 
industry. 
According to McLendon and Hearn (2013), in the past, the government played the 
role of an intermediary in establishing the relationship between education and industry. 
In particular, the government supports other stakeholders in alliances through its 
resources, such as finance, and encourages the alliance through its specific policies. 
However, in the current context of global economic competition and development, the 
government plays a key role as steward to ensure that innovative process and structural 
adjustments are implemented smoothly in each stakeholder. Adding to the traditional role 
in supplying a trained workforce and transferring knowledge to the industry, education 
has assumed the responsibility for the firm formation and technological and regional 
development (Lind, Styhre, & Aaboen, 2013). Industry, rather than passively receiving 
the workforce from education institutions, is also involved in skill development. 
 Industry 
In the competitive global market, industries are forced to innovate and to meet the 
increasing demands of global competition (Barrientos, Gereffi, & Rossi, 2011). In 
response, industries are making efforts to focus on retraining activities and updates to 
knowledge inputs for their workforce based on the establishment of the collaboration with 
educational providers in the fields of research programs and professional training (Jeffrey, 
Hide, & Legg, 2010). 
 Tertiary education 
Education is emerging as a key actor since industries can access expertise and 
education relationships can generate knowledge sharing and partnerships in research and 
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training. Technology transfer and complementary research from education may help 
industries in innovating. Industries also may lack the expertise and resources to research 
and innovate, and thus, partnerships with established research facilities provide access to 
expertise and facilities (Mohammed, 2014). 
3.4.4 Motivation of engagement between educational providers and industry 
Ankrah and Omar (2015) have drawn on Oliver’s (1990) study to classify critical 
contingencies in motivations for the collaboration between the education sector and 
industry. 
 Necessity 
To confront global competition and new technology, governments need to 
encourage and strengthen relationships between educational providers and industry. This 
relationship is an integral element to bring innovation and efficiency to industry, and 
increase national prosperity (Barnes, Pashby, & Gibbons, 2002). A key concern of 
policymakers is to use the government budget in an effective way to transfer to industry 
‘positive’ outcomes and contribute to the national economic growth (Hall, Link, & Scott, 
2001; López-Martínez, Medellin, Scanlon, & Solleiro, 1994). Education institutions 
become central in responding to government policies and institutional strategic policy 
(Howells, Nedeva, & Georghiou, 1998; Perkmann, King, & Pavelin, 2011). 
 Reciprocity 
While educational providers supply extensive access to a wide range of academic 
expertise and infrastructure, and trained and educated workers, the industry offers open 
access to a wide range of industrial expertise in product development and market 
knowledge (Sherwood, Butts, & Kacar, 2004). However, both partners pay special 
attention to accessing human resources. Talented students from internships or the best 
students from schools are the main target of education–industry interactions (Feller, 
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Ailes, & Roessner, 2002). The motivation of accessing human resources offers 
opportunities for either education in supplying more employment opportunities for 
students or industry in possessing a quality workforce. Both partners can be motivated to 
build strong relationships to take advantage of each other’s strengths. 
 Efficiency 
Seeking out alternative financial sources is a strong incentive for education 
institutions to access supports for research activities and facilities. Exploiting intellectual 
property rights and licensing patents is another approach of education institutions to 
reduce dependence on the government budget (Logar, Ponzurick, Spears, & Russo 
France, 2001). In addition, cooperating with industry is attractive to education institutions 
because industry would obviously be less bureaucratic than the public sector (Blumenthal, 
2003) and faculty members are somewhat motivated by the personal financial gain to 
access the collaboration with industry (Siegel, Waldman, Atwater, & Link, 2004). 
For industry, there are numerous motivations to establish a close relationship with 
education institutions. First, collaboration between education and industry facilitates 
firms’ competitive advantages (Grant, 1996), especially in innovative activities such as 
product development (Cohen, Florida, Randazzese, & Walsh, 1998), enhancing 
technology, shortening the product life cycle (Bonaccorsi & Piccaluga, 1994) and taking 
advantage of serendipitous research outcomes (Ankrah & Omar, 2015). Second, this 
collaboration brings benefits for firms in terms of finance, such as commercialising 
university-based technologies, saving costs (instead of paying fees for licenses and 
patents; G. George, Zahra, & Wood, 2002) and receiving tax exemptions and grants from 
national incentives for such relationships (Barnes et al., 2002). Finally, firms have 
increased chances of accessing, developing and possessing talented human capital 
supplied by their partners (Santoro & Chakrabarti, 1999). 
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 Stability 
Oliver (1990) showed that organisations that collaborate to respond to uncertainty 
would obtain predictability and dependability of labour supply. Requirements for 
accessing new knowledge have put pressure on the education institutions, forcing it into 
alliances with industry that support improving research skills and training to provide 
skilled graduates for society (Cyert & Goodman, 1997). The alliance brings academics 
and students into the real working environment where they are able to update their 
knowledge with new practical knowledge from industry. These activities will contribute 
back to curriculum development and increase teaching quality. Accessing research 
networks with education institutions, multiple firms and other organisations allows 
industries access to new knowledge (G. George et al., 2002), stimulates leading-edge 
technology and solves specific complex technical problems (Pavitt, 1998), supporting 
business growth (Klofsten & Jones-Evans, 1996). 
3.4.5 Procedures and forms of engagement of educational providers and industry 
The literature provides models that analyse the process of the collaboration 
between education and industry (Tuten & Urban, 2001). Two models presented by 
Ankrah and Omar (2015) and Mitsuhashi (2002) are considered the most robust and 
relevant ones to adapt in terms of the alliance formation between education and industry, 
as shown in Table 3.6. 
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Table 3.6 
Stages in the Process of Education–Industry Collaboration 
Procedures      Steps 
1. Identify partnership • Establish the purpose 
• Obtain general knowledge of the capabilities of 
potential partners 
• Consider pre-existent relationships 
2. Make contact • Make contact with prospective partners 
3. Negotiate partnership • Define and agree on the partnership’s documented 
purpose or mission/vision 
• Determine the specific common goals/objectives 
for the particular effort 
• Define the organisational structure of the 
partnership 
• Define the management and administration of the 
partnership with clearly defined responsibilities 
• Agree on the plan 
• Specify the milestones 
• Identify the measures/indicators for success 
• Specify the interim and/or final deliverables 
4. Sign agreement • Prepare and sign the collaboration agreement 
and/or intellectual property agreement 
Note. Adapted from ‘Universities–Industry Collaboration: A Systematic Review’ (p. 394), by S. Ankrah and 
A. T. Omar, 2015, Scandinavian Journal of Management, 31(3). 
In the initial stage of the process of education–industry collaboration, the first step 
is to establish the aim of the partnership, followed by listing the capabilities of potential 
partners (Ankrah & Omar, 2015). Barnes et al. (2002) highlighted that whatever the 
criterion of partner identification, the final purpose leads to effective evaluation of 
potential partners since it ensures the beneficial collaboration is specific to the detailed 
academic–industry partnership. One important criterion from the literature to successfully 
identify a partnership is the pre-existing relationship. Dill (1990) and Geisler (1995) 
suggested that the result of education-industry collaboration would be greater if partners 
have gained preceding collaborative experiences. Schartinger, Schibany and Gassler 
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(2001) suggest that with the previous collaboration experience, collaborative experience 
play a key role in the partnership between academy and industry because experience with 
the prior interactions on personal, technological and research levels will lower the 
individual and institutional barriers, encouraging the relationship between partners. After 
identifying the potential partners who meet the requirement of partnership, making 
contact is the next step (Mitsuhashi, 2002). 
Peterson (1995) suggested that detailed objectives and the organisational structure 
of the partnership need to be defined by all partners. One critical element in this stage is 
that management and administrative responsibilities should be defined obviously in the 
academy–industry relationship, including financial accountability. Buttrick (2000) 
suggested that a mutual plan agreement and divided milestones in the project plan are two 
important steps for the success of plans. 
According to Blackman and Segal (1991), the success of industry and the 
development of economy are dependent on the ability to access new knowledge and 
acquire skilled staff. Accessing new knowledge and skills becomes a main concern of 
industry and in global competitive industries, it is crucial that firms engage with 
educational providers to meet the needs of graduates and access a workforce with 
appropriate skills. Based on the systematic review of Ankrah and Omar (2015), forms and 
channels of education–industry collaboration are summarised in Table 3.7. 
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Table 3.7 
Forms and Channels of Education–Industry Collaboration 
Note. Adapted from ‘Universities–Industry Collaboration: A Systematic Review’ (p. 396), by S. Ankrah and 
A.T. Omar, 2015, Scandinavian Journal of Management, 31(3). 
Many processes are available to support the collaboration between education and 
industry. Depending on the time and situations they are dealing with, each actor has 
different motivations. Generally, the industry expects to achieve three main objectives in 
this relationship: obtaining talented graduates, accessing short advanced courses for its 
Forms of 
Collaboration  
     Channels 
Information 
exchange 
• Conferences/Workshops/Seminars or Forums 
• Expositions, Trade Shows/Fairs/Exhibitions 
• Networking activities (the process of contacting and 
being contacted and maintaining these 
relationships/links) 
• Formal or informal communications through 
meetings, talks, email and telephone 
Training and research  • Trainings for industrial members 
• Internships in company for students 
• Industrial fellowships for students and faculty 
• Students’ involvement in industrial projects 
• Industry involvement in curriculum development 
• Collaborative research or joint research projects 
• Contract research and consulting 
• Joint publication of research papers, reports, 
newsletters, booklets and bulletins 
• Joint supervision of Master degree dissertations and 
PhD Thesis by academics and industry 
Personnel mobility • Lectures by industry members at universities and 
vice versa 
• Mobility of employees between universities and 
industry 
• Employment of experts in the industry sector 
• Employment of graduates in the education sectors 
• Representation on Industry Boards or University 
Committees 
 63 
current employees and obtaining research and other special inputs to maintain a 
competitive advantage. 
3.4.6 Advantages of collaboration between educational providers and industry 
The collaboration of educational providers and enterprises is necessary and 
beneficial for both. Educational providers have an opportunity to understand more 
precisely the skill needs of the enterprise human resource and to develop skill capacity 
for learners through the actual production process. In addition, enterprises can meet the 
demand for skilled human resources, reduce the time for training and retraining and better 
address the tasks of the production process. 
As regards collaboration between educational providers and enterprises, there is 
no suitable method to form collaborations in the context of Vietnam. Depending on the 
time and specific circumstances, stakeholders have different motives. The collaboration 
of educational providers and enterprises is necessary to create additional opportunities 
and plays an important role in sustainable development for both stakeholders in the 
development of human resources. Moreover, skills of the FLMs can be formed through 
educational providers and in the workplace. The effectiveness of the training process is 
affected by objectives such as training objectives, outcomes, curriculum and facility of 
educational providers. By contrast, in enterprises, the effectiveness of skill development 
for the FLMs is affected by objectives and the vision of top managers. For example, 
whether they have accepted and recognise the role of skills training for FLMs, the extent 
to which they have done so and the effectiveness of training courses. A suitable 
collaborative model between educational providers and garment enterprises will facilitate 
the FLMs in developing necessary skills. Identifying the right necessary skills and 
collaborative strategies can contribute to a cohort of FLMs with professional skills to 
meet the increasing requirements and responsibilities in garment enterprises. 
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3.5 Situated Learning Theory 
3.5.1 Introduction to situated learning theory 
The situated learning theory has become relevant following the recognition of the 
need to train ‘21st-century professionals’ (Pérez-Sanagustín, Muñoz-Merino, Alario-
Hoyos, Soldani, & Kloos, 2015). Future workforces are supposed to have the capability 
to collaborate and solve problems in various contexts and situations (Gardiner, Corbitt, 
& Adams, 2009; Lunce, 2006; Meyers & Lester, 2013; Pérez-Sanagustín et al., 2015). 
First introduced by J. S. Brown et al. (1989), the situated learning theory has 
created a model of classroom instruction (Pérez-Sanagustín et al., 2015). J. S. Brown et 
al. (1989) revealed that the education system deals with challenges regarding a mismatch 
between what learners are learning and what they are applying in practice. In other words, 
there is a separation of the concepts of ‘know what’ and ‘know how’ during the learning 
process. A reason behind this mismatch is that the education system places a great 
emphasis on abstract and de-contextualised formal concepts but ignores situations in 
which learning is applied and is occurring. Consequently, real-life situations are only 
considered a sub-element and depend on the process of knowledge transfer. Recent 
studies on learning have challenged the separation between what is learned and how it is 
applied (Bishop et al., 2006; Cacciattolo, 2015; Collin, Sintonen, Paloniemi, & Auvinen, 
2011). They highlighted that situation through which knowledge is transferred need to be 
attached to the learning process. 
Lave and Wenger (1991) proposed the concept of legitimate peripheral 
participation. They defined that ‘situated learning contributes to a growing body of 
research in human sciences that explores the situated character of human understanding 
and communication. It takes as its focus the relationship between learning and the social 
situations in which it occurs. Rather than defining it as the acquisition of propositional 
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knowledge, Lave and Wenger situate learning in certain forms of social co-participation. 
Rather than asking what kinds of cognitive processes and conceptual structures are 
involved, they ask what kinds of social engagements provide the proper context for 
learning to take place’ (Lave & Wenger, 1991, p. 14). 
According to Lave and Wenger (1991), social engagements in the learning process 
play a fundamental role in skill acquisition. Learners obtain knowledge through the 
intelligent representations that remain stationary or the abstract representations that are 
conveyed from lessons. Researchers have contributed and expanded the processes of 
situated learning, suggesting instructional design strategies and models (Clancey, 1995; 
Pérez-Sanagustín et al., 2015). In this study, the situated learning theory of J. S. Brown 
et al. (1989) and Lave and Wenger (1991) will be used as the theoretical lens to examine 
the collaboration of TVET and enterprises to develop necessary skills for FLMs in 
Vietnam’s garment industry. 
3.5.2 Rationale for applying situated learning theory in this study 
First, the situated learning theory directly focuses on the research objective of this 
research. From this theory, the concepts of legitimate peripheral participation and 
communities of practice offer a critical understanding of the nature of apprenticeship and 
workplace learning activities more intensively (Fuller, Hodkinson, Hodkinson, & Unwin, 
2005). It is stressed that learners may not gain abstract knowledge and then be capable of 
reapplying it in the working environment. Instead, skills acquisition needs to engage in 
the process under the condition of legitimate peripheral participation. In this process, 
learners will take part in the actual practice as experts but with a limited degree and 
responsibility for the final product. The research focus of this study is FLMs who are 
trained by apprenticeship institutions. Thus, it is appropriate to apply the situated learning 
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theory to reveal skills development for FLMs in the specific context of Vietnam’s garment 
industry. 
Second, according to J. S. Brown et al. (1989), the situated learning theory 
revealed that the education system deals with challenges regarding the mismatch between 
what learners are learning and what they are applying in practice. The education system 
has placed a great emphasis on abstract and de-contextualised formal concepts but ignores 
situations in which learning occurs. Prior research has identified a mismatch of skill 
supply and skill demand in the specific context of Vietnam (T. T. Tran, 2013b; Trung & 
Swierczek, 2009). Interestingly, one of the reasons leading to this mismatch revealed by 
previous research is that the Vietnamese educational system could not keep pace with the 
changing skill requirements as Vietnam became further integrated into the global 
economy (Collins, 2009; B. T. Nguyen, Cu, & Nguyen, 2006; Quang & Dung, 1998; T. 
T. Tran, 2013b; Trung & Swierczek, 2009). The situated learning theory is appropriate 
for investigating situations where skill needs are changing through the pressures of 
competition and technological change. 
Third, importantly, the situated learning theory reflects the sociocultural context 
of the study, unlike human capital theory that focuses on the importance of investing in 
the education sector towards increasing skills set of individuals, leading to enhanced 
productivity in the labour market (Becker, 1962). However, two questions arise from this 
process: How are skills formed and developed in association with productivity 
enhancement and what forms of education are consistent with skills development and 
upgrading (Stasz, 2001)? In other words, the human capital approach ignores both the 
process of skill formation and development (P. Brown, Green, & Lauder, 2001) and the 
important role of the social context of the motivation behind investments in education 
(Fernando, Fernando, & Hannif, 2014). 
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The situated learning theory under the sociocultural approach is the most 
appropriate to the domain of study associated with a multivariate and contextually 
sensitive view of skills (Stasz, 2001). This theory, with a sociocultural perspective or 
practice-based perspective of work, considers the role of formal education in extending 
to broader characterisations of skill and different conceptions of knowledge, such as 
tactile understanding, social understanding, and improvisational skills. Interestingly, the 
situated learning theory pays more attention to ‘know how’ rather than ‘know what’ in 
the learning process. Lave and Wenger (1991) supported the view that the learning 
process needs to embed in action the context or situations rather than self-contained 
structures. These situations co-produce knowledge through specific activities and 
contexts. Under the lens of the situated learning theory, to enhance learning and teaching 
environments, further research is needed to understand the situations that determine 
‘when narrower or broader contexts are required and when attention to narrower or 
broader skills are optimal for effective and efficient learning’ (Anderson et al., 1996, p. 
6). 
The central research question of this study is ‘To what extent are technical–
vocational education and training (TVET) institutions collaborating with enterprises to 
improve skills requirements for FLMs in Vietnam’s garment industry?’ To shed light on 
the black box of a skill mismatch between TVET institutions and garment enterprises, the 
situated learning theory under the sociocultural perspective is considered the most 
appropriate guiding theory for this study. 
The situated learning theory will be used as the theoretical lens to examine the 
engagement of TVET and enterprises. J. S. Brown et al. (1989) highlighted situations 
through which knowledge is transferred need to attach to the learning process. These 
situations might facilitate coproduction of knowledge through specific activities and 
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contexts. Lave and Wenger (1991) support the view that learning process needs to be 
embedded in the action context rather than self-contained structures. Under the lens of 
the situated learning theory, to enhance learning and teaching environment, it is necessary 
to deepen research into situations that determine ‘when narrower or broader contexts are 
required and when attention to narrower or broader skills are optimal for effective and 
efficient learning’ (Anderson et al., 1996, p. 6). From the view of the above, to shed light 
on the research problem of a mismatch of skills that are supplied by TVET institutions 
and are required by enterprises in Vietnam, the situated learning theory is considered the 
most appropriate guiding theory for further investigations in this study. The framework 
for this study is indicated in Figure 3.4. 
 
 
 
 
 
 
 
 
Figure 3.4. Conceptual framework guiding the research. 
This study will extend the situated learning theory towards addressing the barriers 
of engagement between educational institutions and enterprises. As a result, it can 
evaluate and understand skills acquisition and development for FLMs. It directs 
educational and industrial sectors to have a comprehensive and deep understanding of 
skills development for FLMs in the specific context of Vietnam’s garment industry. 
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3.6 Conclusion 
Vietnam is experiencing the transitional development of the economy; it has been 
exposed to the global market and is under pressure to compete more effectively. Such 
exposure requires enhanced productivity based on skilled and innovative human 
resources. Unless Vietnam addresses its identified vocational skill and capability 
shortages, it will find it impossible to compete, and may consequently be relegated to the 
role of a low-cost manufacturing nation (Montague, 2013). Vietnam’s garment industry 
plays a major role in Vietnam’s economy, attracting a large skilled and semi-skilled 
intensive workforce, and is in the top five largest garment exporters in the world. The 
need for workers with updated skills in the garment industry is large. FLMs are the core 
human resource in Vietnam’s garment enterprises. The role and responsibilities of FLMs 
are increasing to fulfil their work more efficiently, contributing to productivity 
enhancement of Vietnam’s garment industry. However, a cohort of FLMs in Vietnam’s 
garment enterprises lacks the necessary skills required to allow them to effectively 
perform their workplace duties. 
This chapter identifies the necessary skill set required by managers in Vietnam. 
In spite of a lack of studies focusing on skills of FLMs in the literature, those initial skills 
found from this chapter will be a foundation that is used to identify necessary skills for 
FLMs in the specific context of Vietnam’s garment industry. This chapter then reviews 
current approaches and channels that education and industry sectors are using for 
collaborating to develop skills for the workforce. Based on the literature, this chapter 
points out the gap in the literature regarding the mismatch in skills supplied by TVET 
institutions and demanded by garment enterprises. In terms of this study, the situated 
learning theory is adopted to fill the gap in identifying and addressing the skills mismatch 
for the following reasons. First, under the lens of the situated learning theory, concepts of 
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legitimate peripheral participation offer a crucial understanding of the nature of 
apprenticeship and workplace learning activities for learners, who, in line with the main 
research objective of this study, are graduates or the to-be FLMs. Second, the situated 
learning theory sheds light on the mismatch between what learners are learning and what 
they are applying in practice. This mismatch is also in line with the research question of 
this study, regarding the mismatch in skills supplied by TVET institutions and demanded 
by garment enterprises. Third, with a sociocultural perspective or practice-based 
perspective of work, the situated learning theory guides to find answers to questions 
regarding ‘know how’ rather than ‘know what’ in the learning process. It is also in line 
with the key research question of this study: ‘To what extent are TVET institutions 
collaborating with enterprises to improve skills requirements for FLMs in Vietnam’s 
garment industry?’ Based on those three reasons, the situated learning theory is 
considered the most appropriate guiding theory for further investigations in this study. 
The next chapter, the methodology chapter, will introduce how data are collected and 
analysed, aiming to find the answers to the two research questions of this study. 
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Chapter 4: Research Methodology 
4.1 Introduction 
The previous chapter discussed necessary skills of the cohort of FLMs and 
mismatch in skills demanded by industry and supplied by education. This chapter 
describes the selection of research methodology, in alignment with two research 
questions: 
• ‘What are necessary skills that FLMs require to fulfil their job in Vietnam’s 
garment industry?’ 
• ‘To what extent are technical–vocational education and training (TVET) 
institutions collaborating with enterprises to improve skills requirements for 
FLMs in Vietnam’s garment industry?’ 
This chapter is structured into nine sections. The first covers the overview of 
related research topics in the field of skill development in the Vietnam context. The 
second indicates the research justification. The third shows how this study was designed. 
The fourth expresses how participants were selected for data collection. The fifth explains 
the data collection process. The sixth supplies information on data analysis methods used. 
The seventh explores the general ethical issues of this study. The eighth presents 
information on the validity and reliability of this study. The final section summarises the 
chapter. 
4.2 Prior Studies on Skills in Vietnam and Their Research Methods 
In general, the literature is limited to the topic of skill issues, including soft and 
hard skills, in Vietnam’s manufacturing industry (Montague, 2013; Nankervis et al., 
2016). Concerns were expressed that graduating students were unable to use necessary 
skills and were poorly prepared for the workplace, but in little detail, resulting in a gap in 
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the literature (Huynh, 2011; Montague, 2013; Nankervis et al., 2016; T. T. Tran, 2013b; 
Trung & Swierczek, 2009). 
Montague (2013) noted skills shortage in the workforce was one of the major 
challenges facing the emerging economy of Vietnam. Enterprises needed to develop a 
skilled workforce to increase productivity and the international competitiveness of the 
sector. He suggested that formal education and workplace learning were key programs 
that supported skills development. However, his study largely undertook an analysis of 
the literature. 
Trung and Swierczek (2009) studied skills development in the context of 
Vietnam’s higher education sector. This study contributed to the identification of issues 
of skills delivery in Vietnam including the market-orientation curriculum design; the lack 
of commitment of employers and educators; and the ignorance of skill development from 
the educator side. The study used a quantitative research approach through a survey of 
department managers and students to evaluate skills delivery for graduates. 
Similarly, Nankervis et al. (2016) also adopted a quantitative research approach 
to explore skills shortages within various organisations, including public, private and 
multinationals. The sample size of this study was modest with 79 participants. Through 
their quantitative approach, this study aimed to make general observations about critical 
issues of skills shortfalls in Vietnam, providing an impetus for further detailed studies. 
However, no study has examined skill requirements for FLMs in the specific 
context of Vietnam’s garment industry. The present study adopts a constructivist 
paradigm and a qualitative study method. However, according to Thomas (2004), the 
research paradigm and method selected must be governed by the research problems and 
research questions. The rationale behind adopting the constructivist paradigm and 
qualitative study method is discussed in the following section. 
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4.3 Research Method Justification 
4.3.1 Justification of adopting constructivist paradigm 
For answering the research question of this study, ‘To what extent are technical–
vocational education and training (TVET) institutions collaborating with enterprises to 
improve skills requirements for FLMs in Vietnam’s garment industry?’ Constructivism 
is the most appropriate research paradigm. Constructivism will be adopted in this study 
based on the assumption that ‘all knowledge and meaning are contingent upon human 
practices, being constructed in and out of the interaction between individuals and their 
world, and developed and transmitted within an essentially social context’ (Crotty, 1998, 
p. 42). According to Richardson, Denzin and Lincoln (2000), constructivists aim to obtain 
knowledge of situations or circumstances by persistently seeking more informed 
reconstructions. The purpose of this study is to obtain perspectives, experiences and 
knowledge from a variety of participants in the educational and industrial sectors to 
develop skills of FLMs in the specific social context of Vietnam’s garment industry. 
Hence, constructivism is considered most suitable for this study. 
4.3.2 Justification of adopting qualitative methodology 
The choice of research method needs to be consistent with the research paradigm 
(Thomas, 2004; Ticehurst & Veal, 2000). In this study, the inductive constructivism 
paradigm supports the selection of qualitative methods. A qualitative method is adopted 
in this study because the purpose of the study is to obtain insights on the mechanisms by 
which TVET institutions collaborate with enterprises to develop skills for FLMs in 
Vietnam’s garment industry. To achieve this aim, rich, in-depth data are needed. The 
advantage of qualitative research is that it examines specific contexts in detail through 
the experience of the participants (Maxwell, 2012; T. T. H. Nguyen, 2016). Qualitative 
research is employed to find the answer for studies regarding the question ‘how’ (Kuper, 
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Reeves, & Levinson, 2008, p. 337). Consequently, this study adopts a qualitative research 
method to understand skills development in Vietnam garment industry based on the 
various viewpoints of key participant groups. 
To improve research reliability and validity, this study used data triangulation 
(Bryman, 2004). Data triangulation allows researchers to enhance the accuracy of 
judgments by collecting diverse types of data bearing on the same phenomenon and 
diminishes the impact of potential biases that can exist in a single method (Jick, 1979). In 
this study, multiple sources of data are used, including secondary literature, semi-
structured interviews, and field notes. 
4.4 Research Design 
Research design is the framework used to connect all aspects of a study (Bryman 
& Bell, 2015). This study is designed to examine mechanisms of skills development for 
FLMs in Vietnam’s garment industry. The researcher will use the inductive research 
approach proposed by Creswell (2009) as outlined in Figure 4.1, and each stage of the 
research process will be explained. 
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Figure 4.1. Inductive theory. Adapted from Research Design: Qualitative, Quantitative, 
and Mixed Methods Approaches (3rd ed., p. 63), by J. W. Creswell, 2009, Los Angeles, 
CA: Sage. 
4.5 Recruitment of Participants 
Since the aim of this study is to understand the collaboration of TVET institutions 
and enterprises to develop skills for FLMs in Vietnam’s garment industry, the key 
stakeholders of this study are located in the educational sector and the garment sector. 
• Industry sector: 
FLMs assigned codes IFL1–IFL18 (18 participants): FLMs were selected 
because they are the main research focus of this study. With their experience on the 
production floor, they supplied the researcher with extensive information on the skills 
they possessed and the skills they need to possess to manage their sewing lines effectively. 
This information helped the researcher to identify the necessary skills required by FLMs, 
to answer research question 1: ‘What are necessary skills that FLMs require to fulfil their 
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job in Vietnam’s garment industry’. The instrument used to elicit the answers to this 
question is in Appendix 3. 
Production managers assigned codes IPM1–IPM9 (9 participants): Production 
managers were selected for interviews because they are the direct supervisors of FLMs. 
First, they distribute daily tasks and assess the results of the manufacturing process. 
Interviewing this group provided the researcher with an indication of skills they need and 
require from their FLMs in the manufacturing process. This information supported the 
examination of research question 1. Second, in their role of middle management, they 
connected with the education sector through internships and as guest lecturers, and thus 
were able to reflect on, and assess, the current collaboration between education providers 
and industry. This key information was used to investigate research question 2: ‘To what 
extent are TVET institutions collaborating with enterprises to improve skills requirements 
for FLMs in Vietnam’s garment industry’. The research instrument for the interviews is 
included in Appendix 3. 
Chief executive officers (CEO) assigned codes ICE1–ICE9 (9 participants): 
CEOs were selected because, first, they set enterprise production targets and assess the 
effectiveness of production managers in reaching these targets. They were also another 
information source for identifying necessary skills that FLMs require. Second, their 
management tasks relate to strategic activities to develop their own enterprises, including 
cooperation activities. They develop and engage with, strategic collaborations within the 
industry, with government, and with education providers, especially around labour force 
and skill needs of the firm and the industry. Their input and information were crucial data 
sources to support answering research questions 1 and 2 of this study. The research 
instrument for the interviews is included in Appendix 3. 
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• Education sector: 
Lecturers in faculty of garment technology assigned codes ELC1–ELC9 (9 
participants): Lecturers in the faculty of garment technology at universities and training 
institutions were selected for interviews because they teach students who may opt for 
employment as FLMs in the garment sector. First, with their training and teaching 
experience, they provided the researcher insights on the skills they equip their students 
with and the necessary skills students need to be equipped with as FLMs. Second, their 
duties include compulsory activities of engagement with garment enterprises, such as 
managing student’ internships with enterprises and connecting with enterprises to develop 
and update the curriculum. They were interviewed using the protocol presented in 
Appendix 3. 
Heads of faculty of garment education institutions assigned codes EHF1–
EHF9 (9 participants): Heads of faculty were selected because they are key leaders in 
the faculty, who are responsible for managing the lecturing staff, organising curriculum 
development and assessing learning outcomes. Second, they are aware of key 
characteristics of the production process in Vietnam’s garment industry, and they engage 
in strategic collaboration with industry to develop quality outcomes for graduates. Their 
interviews provided information about the necessary skills their students required to be 
equipped with to be FLMs and ways in which the education sector collaborates with 
industry to develop skills for them. The interview protocol is provided in Appendix 3. 
Overall, the number of participants in the study was 54, consisting of 18 
participants from the education sector and 36 participants from the garment sector. While 
there are no rules to determine the ‘correct’ sample size in qualitative research; Patton 
(1990, p. 169) argued that ‘a qualitative inquiry typically focuses on in-depth relatively 
small samples’. According to Bertaux (1981), the smallest sample size of 15 is acceptable 
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in qualitative research, while Charmaz (2006) suggests that 25 participants are adequate. 
Creswell (1998) suggested a sample range of 20 to 30 participants for qualitative research. 
In this study, participants were selected purposively to fulfil specific conditions of each 
study to ensure that the researcher obtained a deep understanding of the research problem 
(Patton, 2002; Robson & McCartan, 2016). In this study, there were two target groups 
including the educational sector with lecturers and heads of faculty of garment 
technology; and the industrial sector with FLMs, production managers, and CEOs. The 
54 participant interviews provided sufficient detail and information to achieve 
information saturation. 
To conduct data collection in Vietnam, the researcher contacted the Vietnam 
National Textile and Garment Group (VINATEX) and the Vietnam Textile Research 
Institute (VTRI). VINATEX is one of the top 10 biggest global garment groups and the 
biggest player in Vietnam’s textile and garment industry with 18 tier-one subsidiaries, 28 
tier-two subsidiaries, 34 associated companies, and seven non-research institutions 
(Khoo, Tsunekawa, & Kawano, 2017). VTRI is one of the top institutions in science 
research, consultancy and technology service support for Vietnam’s textile and garment 
industry. Its activities include technical staff training, strategic research, policy planning, 
and supply solutions (Thong, 2017). 
VINATEX and VTRI provided the researcher with their member contacts of 
garment manufacturing enterprises. Further, VINATEX and VTRI provided an official 
approval letter to introduce the researcher to their members (please see Appendixes 1 and 
2). From the list of their members, nine garment enterprises and nine training institutions 
in South Vietnam, including Ho Chi Minh City and surroundings, were selected for 
participation in the research. 
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To access garment manufacturing enterprises and training institutions, the first 
contact was made via email to the respective HR departments, with the official approval 
letter of VINATEX and VTRI attached, to arrange a meeting between the researcher and 
HR managers. In the meeting, the researcher explained the study aims and objectives, its 
significance and processes. A package, including an invitation letter, participant consent 
form and interview questions, was given to HR managers to review and then send to 
participants. After the researcher received these permissions, HR managers then would 
introduce the researcher to participants to arrange meetings and to conduct face-to-face 
interviews. 
This study aimed to select participants who were knowledgeable and experienced 
in the garment industry. Therefore, participants from different management levels in both 
industrial and garment educational sectors were selected and were able to provide 
extensive information on the different aspects of the garment industry including: 
• Operations—Industry sector: FDI; limited enterprises; and joint-stock 
enterprises 
• Formal training—Education sector: University, TVET college and TVET 
schools 
The purposive sampling made data collection more convenient and effective 
because the researcher could approach organisations systematically. 
4.6 Data Collection 
4.6.1 Secondary evidence 
Since little is known from the literature about the required skills for FLMs in 
Vietnam’s garment industry, secondary literature was examined to strengthen and support 
the data collection. The secondary literature was used as a useful tool to support the 
validity of the data (Patton, 2002). Data sources were collected from documents and 
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archival records through enterprise and government reports mainly in the Vietnamese 
language. These sources provided industry-specific information, including on production, 
employment and trade trends, and government policies and programs relevant to the 
industry. 
The researcher registered and became a premium member of ‘Vietnam Law 
Library’, known as the ‘Thu Viet Phap Luat’. As a member of this library, the researcher 
was supplied with, and alerted to, the latest government policies or reports on the garment 
industry. The official documents provided general information without identifying or 
analysing specific policies for the industry. Through reviewing these documents, the 
researcher obtained a general overview of the industry and programs operating for the 
industry, but with limited critical engagement or evaluation. 
Through personal networks of the researcher within the garment industry, the 
researcher was able to access job descriptions and duty responsibilities of FLMs from 
different garment enterprises. These documents were reviewed and translated by the 
researcher. These documents were then sent to network contacts to check the accuracy of 
job-specific tasks and technical terms associated with the job description of FLMs. The 
purpose of the review of industry documentation was to be fully informed regarding the 
expected tasks of FLMs within the industry. 
The researcher then contacted key informants in the various training institutions 
linked to the garment sector to seek relevant documents on training for the sector. From 
these documents, the researcher was able to identify specific studies regarding the roles 
and duties of FLMs in the garment industry. The purpose of reviewing these documents 
was to understand the important roles of FLMs and their daily tasks. 
The combination of these three data sources gave the researcher a holistic picture 
of tasks, training needs, and the responsibilities of FLMs from the government, education, 
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and industry perspectives. After reviewing these documents, a list of the tasks of FLMs 
in garment industry was developed. This was useful for the researcher to understand the 
necessary skills of FLMs, serving to further explore these skills in detail in the interview 
phase of the research. 
4.6.2 Interviews 
 Instrumentation 
There were two research objectives for conducting interviews in the education and 
industry sectors. The first objective, the ‘identification of necessary skills of FLMs in 
Vietnam’s garment industry’, covered all five interview groups, namely, CEOs, 
production managers, FLMs, heads of colleges and lecturers selected to inform this 
objective. The rationale for selecting the five interview groups was that the researcher 
could access the key stakeholders linked to training and skills identification and 
development for the sector. The selections for the sample were informed participants, 
who were potentially providing insightful information for the study (Saunders, 2012). 
The details of the participants interviewed are provided in Appendix 4. 
For the second research objective of ‘how to develop necessary skills for FLMs 
in Vietnam’s garment industry’, four interview groups, that is, CEOs, production 
managers, heads of college and lecturers, were accessed to generate data for addressing 
this research objective. The rationale for excluding FLMs in the second research objective 
was that they had no input into the skills development policy process. 
Semi-structured interviews were carried out with the selected participants. Semi-
structured interview questions facilitated participants to share their expertise and 
experience in the garment industry (please see Appendix 3). The interviews aimed to 
identify the necessary skills of FLMs for the garment industry and ways to develop these 
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skills. The purpose of the interviews was to probe the participants and elicit responses 
around the training and skill development of FLMs. 
 Pilot testing 
To evaluate the appropriateness of the set of interview questions, the researcher 
conducted a pilot study with five participants in five representative groups. Specifically, 
the researcher conducted mock interviews with one CEO, one production manager and 
one FLM in the industry sector and one head of the college and one lecturer in the 
education sector. These mock interviews supported the researcher in setting the duration 
of interviews; it tested the suitability and understanding of the questions and terminology 
applied in the questions. The main purpose of the pilot study was to evaluate the 
suitability of the interview protocol and to modify it when necessary. 
 Interview process 
In this study, in-depth semi-structured interviews with open-ended questions were 
the primary method of data collection. With this type of semi-structure interview, 
interview questions can concentrate on the core research problem linked to the central 
research question and enable flexibility (Minichiello, Aroni, & Hays, 1995). In-depth 
interviews support not only an understanding of the participants’ perspectives but also the 
meanings that participants link to the situations or social contexts that are crucial to them 
(Finn, Elliot-White, & Walton, 2000). 
All interviews were conducted face-to-face. Interviews were conducted in the 
Vietnamese language. The researcher conducted all interviews at the participants’ office 
or meeting rooms at the participants’ premises as agreed by participants, at a time 
convenient to the participants. All interviews were audio-recorded after receiving the 
participants’ permission and notes were taken. 
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At the beginning of each interview, the researcher gave a short introduction about 
the purpose of interview and reminded participants to read the project information sheet 
and sign the participant consent form before the interview. During the interview, the 
researcher encouraged participants to share their experience and perspective of skills need 
of FLMs. In addition, they were encouraged to assess the collaboration between education 
and industry to develop skills needed for the garment workforce. Participants were also 
encouraged to express their ideas freely on the interview topic. 
During the data collection, several challenges arose that required some adjustment 
to the research protocol. First, FLMs had to manage their production lines on a continuous 
basis and they could not be far away from their production line for any length of time. 
Second, it was difficult for FLMs to express their ideas thoroughly because the majority 
of them were promoted from the shop floor. Most of them had only completed secondary 
education and had no experience of training and education beyond this. 
To overcome the challenge of interview time limitation of FLMs, the researcher 
asked production managers to select the most appropriate time for FLMs before the 
interviews were conducted. In addition, during their interviews, researcher focused on the 
most important interview questions relevant for FLMs as a priority to access the key 
information if the interview had to be terminated. The second set of challenges was linked 
to CEOs and production managers who had extensive experience in the industry. The 
problem was that their responses were often extensive and interviews were difficult to 
complete in the allotted time. Unlike FLMs, CEOs and production managers possess 
skills, expertise, and experience and were prepared to go into great detail about the 
industry and its challenges. Here, the problem was that much of the information collected 
was not connected to the core research questions. To overcome this issue, the ordering of 
the interview process meant that they were the last group to be interviewed, and hence, 
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the researcher already had an extensive set of data and ideas on skill development, and 
the senior managers were able to confirm and provide additional detail. This approach 
was also applied in the education sector with heads of college. 
4.6.3 Field notes 
This study used field notes as an additional source of data. Field notes were 
employed during all of the interviews. Field notes are a non-intrusive instrument to record 
the feeling, observations, and thoughts of researchers across the research process (Flick, 
2014). Bryman and Bell (2015) note that the field note is a variety of data collection 
methods for recording the researcher’s thoughts and impressions during the interview 
process. The purpose of using field notes during the interviews was to check the accuracy 
of interview transcripts and supply initial evidence for the data analysis process. Field 
notes facilitated the researcher’s recall of special characteristics and conditions of each 
interview to track back significant points from transcripts in detail. They were useful tools 
to support the researcher in the data analysis process through linking all data together to 
understand the holistic story of the mechanisms of skills development in the specific 
context of Vietnam’s garment industry. 
4.7 Ethical Considerations 
When any research is designed and conducted, ethical considerations are an 
integral component that must be addressed to avoid any harm for participants in physical, 
psychological, or legal contexts (Sarantakos, 2005). Participants are key factors to ensure 
the success of the data collection process, and their voluntary support contributes quality 
data for the study (Miles & Huberman, 1994). 
In this study, the researcher strictly followed the human ethics procedures of 
RMIT University and received ethics approval from the RMIT Human Research Ethic 
Committee in May 2017 (please see Appendix 5). All participants were informed that the 
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anonymity of participants and their organisations was guaranteed in any research outputs 
from the study, and the use of their information would be absolutely confidential. To 
ensure confidentiality, all the information from participants was transcribed and coded by 
the researcher. An abbreviated summary report of the project will be available to 
participants upon request. This report includes aggregated data so that no individual or 
organisation can be identified. Participants were assured that only the research team had 
access to the data. 
Before each interview, participants were informed that their participation in the 
research project was voluntary. They were informed that they had the right to withdraw 
from the project at any time. They also had the right to review their own transcripts for 
accuracy. All of these conditions were set out in the provided Participant Information 
Sheet (please see Appendix 6). If they decided to take part in the study, they were given 
a Participant Information Form and a Consent Form to sign. The signed consent form was 
handed to the researcher before the commencement of the interviews. 
4.8 Data Analysis 
4.8.1 Transcribing and translating 
All the interviews were recorded using a digital voice recorder during the 
fieldwork. One advantage of using the digital voice-recording device is that the recorded 
interviews can be stored, archived and transmitted electronically (Stockdale, 2002). 
Recordings were transcribed verbatim into a text-based document after each interview 
was completed. The researcher required 12 to 15 hours to transcribe each interview; there 
were 54 interviews in total in this study. All interviews were in Vietnamese, and the 
transcriptions were translated into English by the researcher. To ensure the accuracy of 
the English translation, verification and validation were undertaken with the support of 
two English-speaking lecturers. Names of the participants and their organisations were 
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replaced with pseudonyms to protect the participants’ confidentiality and anonymity. The 
coding was conducted in English after the translation phase. 
4.8.2 Coding 
After the translation was completed, data in the text-based version were ready for 
the coding process. This coding process facilitated the researcher to have complete data 
immersion and obtain a deep understanding of participants’ experience. Every transcript 
was coded to help manage the data in a systematic way. The purpose of the coding process 
is to support the researcher’s interpretation of the findings and to construct meanings from 
the knowledge and experiences of participants in the education and industry sectors. 
Even though data coding is considered a critical step in data analysis, there was 
no distinct tool identified from the literature supporting a specific coding process. Basit 
(2003), Gough and Scott (2000) and Pope, Ziebland and Mays (2000) argued that the data 
coding process could be either performed manually or electronically based on the 
researcher’s preference and skills. Coding in this study was performed manually by the 
researcher and the identification of themes was linked to the research questions. The 
detailed data coding process is explained in the following section. 
4.8.3  Data analysis 
To comprehend skills development and how to nurture these skills in the context 
of Vietnam’ garment industry, thematic analysis was used in the analysis of the data. 
Thematic analysis is a tool used to identify, analyse and report themes within the data 
(Braun & Clarke, 2006). This approach supplied a flexible analysis to help the researcher 
explore a holistic and complex picture of skills development from the perspectives of both 
education and garment sectors. This analysis approach is appropriate for this study 
because it emphasises the perspectives, knowledge, and experience of the key 
stakeholders. The integration of data from various participants will help to comprehend 
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the complex issues linked to skills development in Vietnam’s garment industry. This 
study adopted the thematic analysis approach recommended by Robson and McCartan 
(2016, p. 469), namely, the five-phase framework indicated in Table 4.1. 
Table 4.1 
Processes of Thematic Data Analysis 
Note: Adapted from Real World Research (4th ed., p. 469), by C. Robson and K. McCartan, 2016, John 
Wiley & Sons, The Atrium, Southern Gate, Chichester, West Sussex, P019 8SQ, United Kingdom. 
The development of the themes through data analysis proceeded through a number 
of stages. 
1. In the data analysis process, the research questions were placed in the most visible 
place to remind the researcher to focus on the core research questions. This helped 
the researcher to remain attentive when reviewing transcripts, which totalled 600 
pages. The interview transcripts were read and reread several times to gain a sense 
of each interview. This enabled the researcher to further familiarise himself with 
the data. In this stage, the researcher located identified phrases, sentences and 
paragraphs from the participants until the categories related to key issues attached 
to research questions were identified. This stage helped highlight categories from 
Phase Description of the process 
1. Familiarising yourself 
with your data 
Transcribing data (if necessary), reading and re-reading the 
data and noting down initial ideas 
2. Generating initial 
codes 
Coding interesting features of the data in a systematic 
fashion across the entire data set, collating data relevant to 
each code 
3. Identifying themes Collating codes into potential themes, gathering all data 
relevant to each potential theme 
4. Constructing thematic 
networks 
Developing a thematic ‘map’ of the analysis 
5. Integrating and 
interpreting data 
Making comparisons between different aspects of the data 
using display techniques, such as tables and networks; 
exploring, describing, summarising and interpreting the 
patterns; and demonstrating the quality of the analysis 
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the data, enabling initial manual coding of the data. Keywords were used to pay 
attention to the key ideas from the participant responses. This enabled the 
researcher to save time to track back in the subsequent coding process. 
2. Based on these keywords, initial coding was conducted and compared with notes 
taken during interviews. The researcher grouped these categories together. New 
ideas that emerged were included in an expanded coding process. The researcher 
arranged categories in the order of flow of ideas from participants until there was 
no new information from the participant. The main purpose of this stage was to 
identify the ideas and emerging themes and to ensure that each transcript had been 
fully explored. 
3. After the initial coding was completed, focused coding was conducted with larger 
amounts of data to be ready for categorising into key themes. This was achieved 
through examining and comparing the participants’ contributions. Once initial and 
focused coding was conducted, all codes were reviewed to combine codes into 
potential themes. Potential themes were created based on the categories of similar 
codes that helped the researcher to establish the links and interrelationships among 
codes. A code structure and hierarchy emerged that detailed key and common 
themes identified through coding. 
4. Note taking was also used in this stage to highlight relationships and examine the 
patterns of data across the key participant groups. The purpose of this stage was 
to develop a thematic map of the analysis, and it established research reliability 
and validity. 
5. A table was developed to examine the key skills identified by the education and 
industry sectors. Processes of engagement between the two broad sectors were 
identified. 
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4.9 Research Reliability and Validity 
One of the approaches to increase the research reliability and validity is to 
eliminate subjectivity in the research analysis (Creswell & Creswell, 2017). To meet this 
purpose, the researcher used multiple checking methods in both data collection and data 
analysis. In data collection, the reliability of data is improved through examining the 
patterns that emerge from the data collected. First, the researcher repeatedly listened to 
recordings to identify key themes. After each interview, the researcher transcribed the 
recordings to create a text-based document while the interviews were still fresh in 
memory. The researcher then compared the transcriptions with the research notes taken 
during the interviews to check for consistency. Bellamy et al. (1999) indicated that it is 
easy for an investigator to fall into the trap of collecting the information that they hope to 
find. This unconsciously affects the reliability of research findings. To minimise 
researcher bias in the data analysis process, the researcher collated the text-based 
documents with notes taken during each interview to ensure that there were reliability and 
consistency in the data collection and assessment. 
Another approach to improve research reliability and validity is to use 
triangulation. Triangulation allows researchers to enhance the accuracy of judgments 
through employing a variety of methods under a specific problem or context. It helped 
researcher restrain plausible biases that can occur in comparison with the solitary method 
(Jick, 1979). This study used four types of data triangulation mentioned by Denzin (1970). 
4.9.1 Data triangulation 
Data triangulation is a process of comparing a variety of data sources or 
interpretations of the data for the purposes of validation. Denzin (1970) argued that data 
triangulation is divided into three types: time, place and person. This research met the 
three types of data triangulation. First, data collection in this study was conducted in the 
 90 
period from August 2017 to January 2018. On average, there were two interviews each 
week and the researcher used the time between the interviews for transcribing the 
interviews. Second, the locations for interviews differed across enterprises and 
institutions. The majority of interviews were conducted in the meeting room of each 
enterprise and institution to ensure the quality of voice recording and confidentiality of 
interviews. Data collection was conducted in the south of Vietnam, ranging from Ho Chi 
Minh City to provinces in the Mekong Delta. Third, data were collected from more than 
one interview group. There were a total of five interview groups involved in this study, 
including garment industry CEOs, production managers, and FLMs; and education sector 
heads of college and lecturers. The variety of groups interviewed enabled the researcher 
to collect a comprehensive range of views and perspectives on skill development in 
Vietnam’s garment industry. Finally, field notes taken in each of the interviews were used 
to check the accuracy of interview transcripts and to guide subsequent analysis. 
4.9.2 Investigator triangulation 
Investigator triangulation seeks confirmation beyond a single researcher to test 
validity (Thurmond, 2001). The analyses in this study were cross-checked by different 
researchers. In this study, the researcher had input and review of the analysis and data 
collection from the research supervisors, who had considerable experience in the subject 
area and the research method. In addition, the study and the analysis were subjected to 
three evaluation reviews at different stages of the research by a committee established by 
the College of Business, RMIT University. The committee consisted of independent 
researchers from within the College, including from schools other than the School of 
Management in which the researcher was enrolled. 
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4.9.3 Theoretical triangulation 
Theoretical triangulation refers to using theories across areas of expertise to 
support and verify the analysis (Denzin, 1970). In this study, the researcher used a variety 
of sources, as detailed in the literature review, to set out and analyse theories of skills 
development. The literature was from a range of perspectives: management; economics 
and education. By reviewing findings across these different theoretical perspectives, the 
researcher gained insights into the research questions to support the data analysis. 
4.9.4 Methodological triangulation 
Methodological triangulation involves using two or more methods to study the 
same phenomenon (Denzin, 1970). According to data from Guion, Diehl and McDonald 
(2017), using multiple methods to evaluate data leads to more time for data collection and 
analysis. In this study, the researcher will use two types of data, secondary and primary. 
First, secondary data were selected from documents and archival records, such as 
company and government reports from 2007 to 2017. This information identified the 
details around industry structure and performance, government industry and training 
programs, and enterprise development and training strategies. Primary data were 
collected through semi-structured interviews with key stakeholders with open-ended 
questions. Data from the interviews addressed the key research questions. The 
combination of two types of data gave the researcher an understanding of skills 
development in Vietnam’s garment industry. 
4.10 Conclusion 
This chapter outlined the methodology used in this study. To generate rich, deep 
information for this study, qualitative research was selected as the most appropriate 
approach because it facilitates finding answers to the research questions in the context of 
Vietnam’s garment industry. The selection of participants, data collection, data analysis, 
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and ethical issues were also discussed. A variety of data sources were identified, including 
secondary literature, semi-structured interviews with key participants and field notes. The 
following chapter will identify the necessary skill sets required by FLMs in Vietnam’s 
garment industry as identified through the different data sources in Chapter 5. It will form 
a foundation for further investigating ways to develop those necessary skills set of FLMs, 
in Chapter 6. 
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Chapter 5: Necessary Skills of FLMs in Vietnam’s Garment 
Industry 
5.1 Introduction 
The previous chapter indicated how the data were collected and analysed. This 
chapter presents the results of the data analysis. This first chapter on findings focuses on 
addressing research question 1, ‘What are necessary skills that FLMs require to fulfil 
their job in Vietnam’s garment industry?’, and is structured as follow. It first reports the 
skills of FLMs identified from the secondary data collected from government documents 
with the NOSS and occupational analysis diagram; from the education sector in studies 
on FLMs from 2007 to 2017; and from garment enterprises in job descriptions and job 
specifications. Based on these three sources of secondary data, this chapter then reports 
and organises skills of FLMs using primary data collected via the face-to-face interviews 
with key participants in both education and industry sectors. The purpose of this chapter 
is first to identify the skills required of FLMs from the secondary data, and then add a 
detailed understanding of the additional skills of FLMs from Vietnam’s garment industry 
via the primary data. 
5.2 Skills Front Line Managers Require as Identified by Secondary Data 
The literature does not discuss the skills that FLMs require in the garment 
industry. To fill this gap, this study used secondary sources of data that included 
education, industry and government documents. First, from the education sector 
documents, information from faculties of garment technology from 2007 to 2017 was 
collected that identified the skills and tasks of FLMs. Second, from industry documents, 
information on the job descriptions and the working procedures of FLMs in the industry 
were collected. Third, from government documents, the NOSS and the occupational 
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analysis diagram for FLMs in Vietnam’s garment industry were collected. The 
combination of those three secondary sources of data was the foundation to support the 
identification of the skills of FLMs in Vietnam’s garment industry. This documentary 
evidence specified the formal and informal skill sets required on the job, by the industry 
and in the training curriculum for the industry. From those documentary sources that were 
analysed for themes using the procedures set out in Chapter 4, an initial list of skills 
required by FLMs emerged, as listed in Table 5.1. 
Table 5.1 
Tasks and Skills Required by FLMs Identified From Secondary Data 
#  Tasks  Skills 
1 Developing a 
production 
plan for the 
sewing line  
• Participating in the meeting of 
production implementation of new 
orders 
• Targeting the productivity per hour 
and per day for the sewing line based on 
the delivery date 
• Dividing specific plans for common 
workflows based on the new order 
transition analysis table 
• Arranging the order of work 
appropriately and scientifically based 
on technical documentation 
• Coordinating with industrial 
engineering staff to know how many 
products should be made per day to 
ensure compliance with the production 
schedule 
Planning skills 
2 Preparing 
tools, material 
and technical 
support 
• Informing the equipment department 
to check machinery before production 
• Analysing sample products, semi-
finished products or finished products 
to understand the garment’s assembling 
procedure  
• Rearranging the equipment before 
production based on the design 
specifications (technical documents) 
• Coordinating with the industrial 
engineering department and technical 
Technical document 
reading 
comprehension 
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department to receive the documents 
and correct them if required 
3 Calculating 
production 
norms  
• Dividing the working time for each 
worker based on the regulated time for 
each semi-finished product 
Production 
management and 
time management 
4 Instructing 
sewing skills  
• Knowing the technical requirements 
of each order to plan the production 
process 
• Organising meetings to implement 
technical transfer and deliver specific 
work step by step for each worker 
• Noting workers’ complicated sewing 
stages in advance to ensure workers 
reduce mistakes with new garment 
orders 
• Instructing workers when they do not 
understand or do not meet the technical 
requirements of the order 
Training and 
mentoring 
5 Arranging and 
moderating 
the production 
process 
Arranging the sewing line: 
• Tracking the semi-finished products in 
the sewing line (order, colour name, 
size) 
• Reporting to the delivery department 
on finished products 
• Arranging equipment and machinery 
by the work of the sewing design table 
(technical documents) 
Moderating the production process: 
• Reminding and encouraging members 
in the sewing line constantly 
• Tracking the productivity and the 
remaining capital in the sewing line to 
follow and adjust the production 
process in the sewing line logically 
• Monitoring the pace of each worker, 
based on the pace of production through 
the station productivity table 
• Knowing the production 
circumstances of sewing line at the 
current time, based on the productivity 
target at the end of the sewing line 
Allocation and 
production 
sequencing skills 
6 Controlling 
product 
quality 
• Controlling the quality of semi-
finished products in the production 
process to detect and fix errors 
• Identifying the causes of problems and 
suggesting solutions to overcome 
problems in the sewing line quickly 
Problem-detecting 
skills 
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7 Managing 
human 
resources 
• Arranging the workers according to 
their tasks based on the technical 
documentation requirements of each 
order 
• Conducting daily timekeeping to 
follow the number of workers and to 
arrange the work for them properly 
• Reminding their workers to abide by 
internal labour regulations and 
preventing violations 
• Setting rewards and penalties for the 
workforce 
Leadership 
8 Cooperating 
with other 
departments 
• Receiving the daily production plan 
table from the planning department 
• Coordinating with the technical 
department to receive documents and 
information related to orders 
• Receiving the semi-finished products 
from the cutting unit based on the 
production planning table 
• Receiving all the materials needed for 
the production process based on the 
production planning table 
• Working with the human resource 
department to report on the daily labour 
situation 
Teamwork 
Communication 
As mentioned in the previous section, the literature lacks references on the skills 
of FLMs in the specific field of the garment industry. Table 5.1 was created from three 
sources, namely the education, industry, and government documents, for two purposes. 
First, it plays the role of the fundamental frame to give the researcher initial ideas on 
necessary skills of FLM. It is used as a lodestar, guiding the researcher to be on the right 
track and only focus on necessary skills among the extensive tasks and duties of FLMs 
identified during the interviews. Second, the researcher has useful secondary data to 
validate and triangulate with the primary data collected via face-to-face interviews with 
54 participants from five interview groups. Initially reviewing necessary skills of FLMs 
in Table 5.1 is a critical stage to help the researcher confidentially identify those necessary 
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skills of FLMs articulated in documents and genuine perspectives from education and 
industry sectors. 
5.3 Skills Front Line Managers Require as Identified by Interviewees 
From the semi-structured interviews with the different stakeholder groups, and 
through thematic analysis of the transcripts, it was possible to identify the skills and 
competencies that were perceived as essential for FLMs in the garment sector. The skill 
is identified and explained, and the importance of the skill is outlined. Quotes from the 
stakeholders are used to support and validate the analysis. 
5.3.1 Technical skills set 
In this study, technical skills set of FLMs in the garment industry is identified to 
consist of five main skills: sewing-machining; allocation and production sequencing; 
production and time management; reading comprehension; and training and mentoring. 
 Sewing-machining skills 
• What is this skill? 
To be an effective FLM requires advanced sewing-machining skills. FLMs must 
know how to sew, in all the sewing stages from easy to difficult. They must be able to 
sew not only one product but also all the products that are being manufactured in their 
enterprise. FLMs must professionally know how to use all the machines in their sewing 
line. 
IFL2A: To be a good front line manager, a person first needs to be good at 
sewing-machining to know every step of every product. Besides, he/she must be 
a master in operating all machines in their sewing line. 
ICE5: Surely, the main skill, which a FLM must possess, is a sewing-machining 
skill. They do not need to be excellent at this skill, but they must possess the 
sewing-machining skill. In other words, they have to know well the current sewing 
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techniques, so that they can show the workers what is right and what is wrong 
with the sewing process. 
• How is this skill important? 
FLMs must know the sewing stages that are difficult and the sewing stages they 
must monitor to support their workers and to make the sewing line operate efficiently. 
ICE1: If FLMs do not know about sewing-machining skill, they should not be 
FLMs. This is the first requirement of FLM. Possessing this sewing-machining 
skill helps them know exactly each step of each product. And then, they can 
manage and instruct their workers what the most suitable way to sew in the sewing 
stage is. This is the first important skill of one front line manager. 
ELC4: The FLMs must be good at a sewing-machining skill to thoroughly 
understand sewing stages of products. They can analyse the products that are 
being manufactured in their enterprise. They can sew the prototype to guide their 
workers in each sewing stage, check each sewing stage and detect mistakes that 
their workers need to fix. 
• Why is this skill important? 
Sewing-machining skills are the fundamental skills any FLM needs to possess in 
the garment industry. Unlike other industries, the garment industry highly appreciates 
‘prototype’ sewing activities. With sewing-machining skills, FLMs can know exactly 
how to sew in each sewing stage of each product. They can thoroughly understand and 
analyse products that will be manufactured in their sewing line. They can sew the 
prototype to guide the workers in the sewing stages and know the sewing stages that are 
difficult; then, they can check each sewing stage. As a result, they can detect mistakes 
that workers can be made and do actions they need to take to support workers so that the 
sewing line runs smoothly. 
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 Allocation and production sequencing skills 
• What is this skill? 
Based on the skills and experience of workers, the allocation and sequencing of 
the workforce and process must be compatible with the pace of production of the sewing 
line. FLMs must monitor and assess the efficiency of the production line. 
IPM2: FLMs must know to possess human allocation skill to make the sewing 
line run following the ‘water flow’. To achieve this, they need to understand the 
strength and weakness of each worker in their sewing line and allocate them as 
suitable to the ‘technology procedure’ given by the technical department. 
ICE8: FLMs need to grasp the strength and weakness of each member in their 
sewing to gather them together and make the sewing line run well. Workers are 
different in education levels and personalities. Many workers are very nice and 
cooperative, but there are still many workers who are very difficult to please and 
stubborn. 
• How is this skill important? 
The sewing line cannot be managed without allocation and production sequencing 
skills. Without these skills, the sewing line will not be sustainable. 
ICE2: During the production process, workers take leave of absence pretty much. 
In this case, if FLMs do not know how to allocate their workers well, the sewing 
line will certainly turn off, and bottleneck in this sewing line will appear in this 
location. And then, after the position of this bottleneck, workers will wait for their 
tasks. It is clear that the productivity of the sewing line will drop. 
ICE6: We need the human allocating skill of FLMs to make the sewing line to 
run smoothly. However, our current cohort of FLMs is not good at this skill. 
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Currently, we really need the new cohort of FLMs for the replacement of the old 
ones. 
ELC4: Unlike workers, FLM needs to allocate each member in the most suitable 
position in the sewing line. FLMs are in charge of management positions of the 
sewing line. Beneath them, there is a cohort of workers who need their allocation 
to do their tasks. Being FLMs, they have to understand what the workmanship of 
their workers is and know what sewing tasks are suitable for them. It means that 
they have to master the workmanship of the workers in their sewing line, and then 
allocate tasks suitable for each worker. To improve productivity, FLM must have 
allocation and production sequencing skills to clear the bottleneck position in the 
sewing line. They have to withdraw or add more people to make the sewing line 
run smoothly and increase productivity. 
ELC6: Currently, almost all FLMs do their job following their experience without 
skill. They cannot entirely follow or know what tasks their workers are doing. 
They just allocate the workers and see whether their workers can handle this task. 
If not, they will move this task to another worker. So, this leads to consuming a 
lot of production time, impacting the productivity of the sewing line significantly. 
• Why is this skill important? 
FLMs require allocation and production sequencing skills to ensure continuous 
production and avoid stoppages in the line. The key characteristic of the garment industry 
is arranging the sewing line similarly to ‘water flow’. If any member in the sewing line 
does not work effectively, the whole sewing line collapses. It is difficult for FLMs to fix 
mistakes when the sewing line is operating. Although this skill is taught in institutions, it 
is difficult to apply in practice where employees differ in personality, capacity, and 
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experience. Hence, the FLMs must have allocation and production sequencing skills to 
allocate and sequence suitable tasks for their members in their sewing line. 
 Production and time management skills 
• What is this skill? 
With quality standards and timeliness of production required, FLMs must 
calculate output, labour input and delivery times. They must calculate inventory and input 
needs, such as machinery, accessories, raw materials and human resources. 
IPM4: Unlike the old production method, the current one requires FLMs to 
calculate how much inputs are, how much outputs are, how much inventory items 
are, what kinds of inventory items are, how to solve the problem of inventory 
items and when the deadline of the production process is. So, it requires FLMs to 
follow numbers, calculate and suggest solutions. 
IFL9B: When the management team delivers plans for FLMs including delivery 
time and productivity, FLMs must have the skill to calculate and direct their 
workers to produce products to fulfil the delivery time and productivity as 
planned. 
• How is this skill important? 
Without forward planning, coordination, and calculation, the production line 
would be non-operational and output and timelines would not be achieved. 
IFL8A: With calculation skill, they can follow productivity every day and know 
where and why the sewing line is blocked to ensure the productivity of the sewing 
line. This skill also facilitates FLMs to balance income for their workers. 
ELC6: Another necessary skill for FLMs is production quotas balancing 
calculation. Based on a production plan of enterprise, FLMs need to calculate how 
many products must be produced and when the time delivery is. They will then 
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manage their workers to fulfil this production to produce enough quantity of 
products as required and deliver products on time. 
• Why is this skill important? 
Production and time management skills facilitate FLMs to maintain their sewing 
line. Forward and ongoing calculations are required to ensure that the production line 
operates continuously and that production and time targets are met. With the calculation 
skill, they can monitor daily productivity and know where and why the sewing line is 
blocked to ensure sewing line productivity. It facilitates FLMs to track back and identify 
problems to fix them in time. With increasing competitive pressures domestically and 
internationally, it is imperative that FLMs possess production and time management skills 
to reduce the production cost and waste and maintain product quality. 
 Reading comprehension 
• What is this skill? 
FLMs must have the ability to read, comprehend and operationally apply technical 
specifications relevant to the production process and to the particular garments being 
manufactured. 
IPM1: FLM must have the skill to read and understand standard technical 
documents. After reading these documents, they know how to get through all the 
necessary sewing stages of one product as well as the requirements of quality of 
this product. 
• How is this skill important? 
Without this skill, specific design and production requirements cannot be met. 
IFL4A: With the good skill of technical document reading comprehension, FLMs 
can instruct their workers how to sew well and minimise the mistakes happening 
in the production process. 
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• Why is this skill important? 
Reading and comprehension skills are required since the technical specifications 
are different across products and by customers. FLMs must possess this skill to read and 
understand in detail the product specification to fulfil contracts with buyers. Without 
reading and comprehension skills and the ability to translate the instructions to the 
production process, delays and cost overruns are likely. 
 Training and mentoring 
• What is this skill? 
During the production process, workers need to consult their FLMs about 
problems on the production line. Together with good sewing-machining skill, FLMs need 
to have good training and mentoring skill to instruct and explain the production processes 
to employees. They have to guide their workers in the most straightforward and 
understandable way. Without clear instruction, there could be stoppages and the failure 
to meet production targets. 
IFL5B: Instructing and improving sewing-machining skill for their workers is the 
regular task of front line manager. Because workers will not sew the same product 
day after day, the variety of products constantly requires different sewing-
machining techniques when new garment orders are coming. FLMs must instruct 
their workers regularly so that workers can fulfil their jobs. 
IFL8B: When implementing the new garment orders, FLMs must meet the whole 
members of the sewing line to show the new product that needs to be produced 
and instruct them to sew. With a sewing stage allocated to a certain worker, FLMs 
must carefully instruct this worker and improve his/her workmanship every day. 
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• How is this skill important? 
Without the ability to instruct, train and communicate, production line problems 
may develop and may not be resolved. This skill enables FLMs to reduce pressure on 
their sewing line and improve the efficiency of the sewing line. 
IFL2A: When they directly instruct their workers, it is easier for FLMs to manage 
their sewing line. Because when instructing workers, they know the strengths and 
weaknesses of each worker. So, when problems are happening, they can directly 
jump in the sewing line and instruct their worker to solve the problem right away. 
ELC8: If FLMs are not good at the training and mentoring skill, they cannot guide 
their workers. As a result, the sewing line, of course, cannot fulfil the productivity 
and the time delivery as required by the enterprise. So, FLMs also need to be good 
at the mentoring skill to follow their workers, leading to improved productivity in 
their sewing line. 
• Why is this skill important? 
The training and mentoring skills are necessary because FLMs train their workers 
to improve on a continuous bias. With staff absences and turnover, FLMs need to have 
this skill to bring in job-ready new and replacement staff. Moreover, in the garment 
industry, no one understands the total production process as FLMs do, because they 
directly engage in implementing and managing this process. It is important for FLMs to 
possess training and mentoring skill to transfer their understanding to their workers about 
the requirements of output products and processes to be completed. 
5.3.2 Human skills set 
In the garment industry, problems frequently occur in the production process with 
technical, organisational and employee failures contributing to delays and down time. 
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FLMs must possess human skills to be able to avoid problems and to prepare workers to 
handle any issues that arise. 
 Communication skills 
• What is this skill? 
FLMs must communicate not only with workers and colleagues to ensure the 
sustainability of the production process but also with their supervisors to effectively 
understand production plans and instructions. They must decide on the targets for the 
sewing line and organise the workforce to achieve targets. Moreover, they must 
communicate with their customers to ensure that the desired quality of the products is 
achieved. The FLMs need communication skill to establish and expand personal 
relationships with other relevant departments to support their work. 
IPM2: In communication with their workers, they cannot use either hard or soft 
voice. They need to use the right and neutral communication. FLMs must also 
have the communication skill to contact other departments, such as a warehouse, 
accessory, planning and technical…. As the sewing line leaders, FLMs have to 
communicate so that others believe and respect them. 
ICE5: To work well in the position of front line managers, they need to have 
communication skill to communicate with their workers in the sewing line and 
with their boss and with colleagues from other departments. 
• How is this skill important? 
Being able to communicate effectively and regularly with senior managers and 
with production workers, and other stakeholders, is necessary to meet production and 
quality targets in the industry. 
IFL7A: Communication skill of front line managers is very important. Because 
when they do not have good communication skill, they cannot communicate with 
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their workers, leading to the un-united sewing line. It is very difficult for them to 
work together because they do not feel comfortable and they do not respect their 
FLMs. For example, colleagues have the ability to do that, but they do not 
cooperate, or they do not try their best because FLMs do not have communication 
skill to impress them or win their heart. 
ICE2: FLMs must know how to communicate with their supervisors to receive 
support from them to meet the plans and requirements from enterprises. In term 
of communication with customers, in case product quality does not meet the 
customer requirements, FLM must know how to communicate to receive advice 
from them and fix mistakes immediately. 
EHF3: Colleagues of FLMs come from different education levels and different 
personalities. FLMs need to have good communication skill to approach the 
variety of people appropriately. So, communication skill is extremely important 
for them to achieve plans as required. 
• Why is this skill important? 
Communication is a key skill of FLMs because it is an essential link in the garment 
supply chain. To fulfil their job, FLMs need to communicate effectively with a wide range 
of stakeholders, such as their workers, supervisors, colleagues in other departments and 
customers. Effective communication skills help them to connect with other stakeholders 
so that the ‘paper’ targets of the management team are transferred to be the final ‘physical’ 
products delivered to customers. 
 Teamwork skills 
• What is this skill? 
FLMs have to work with other relevant departments, such as warehousing, 
subcontracting, sales, planning and technical departments. If they have good teamwork 
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skills, they can work directly with these departments and obtain dedicated support to 
manage workflows effectively. 
• How is this skill important? 
With effective teamwork skill, FLMs will receive support from their workers and 
cooperation from across other departments. Without effective teamwork, the production 
line will fail. Hence, teamwork skill is one of the most important skills required by FLMs. 
IPM4: FLMs must have teamwork skill. When possessing this skill, they can 
work well with other relevant departments, bringing much efficiency to their 
work. For example, our enterprise initially dreamed of a number of 120 
products/day/sewing line, but this number is extremely difficult to achieve. 
However, when IE [industrial engineering] staff gets along well with FLMs, the 
productivity starts to rise to 90-100-110-120-128 products/day/sewing line. As in 
our enterprise, IE department and workplace are located in the same factory. So, 
they know the characteristics or personality of each counterpart and understand 
that they have to get along well with each other to be able to achieve the enterprise 
target during the production process. 
• Why is this skill important? 
FLMs need to be able to work harmoniously with the preparing, producing, and 
finishing departments to sustain the production line. Teamwork skills are necessary to 
receive support from other stakeholders to meet production targets. FLMs must have 
teamwork skills to cooperate with their colleagues and with other departments in the 
organisation. Teamwork involves sharing information, consultation, and organising 
collective approaches to address shared challenges. 
 Leadership skills 
• What is this skill? 
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Being able to effectively manage the workforce and address any workplace and 
workforce issue is central to being an effective FLM. This may include covering for 
absences, replacing staff at short notice and making adjustments to the workforce. This 
involves both an understanding of the workplace and workforce deployment, but also 
providing leadership to the workforce. 
IPM1: During the production process, FLMs assign the sewing stages for 
workers, but workers do not want to do this stage but another one. So, FLMs must 
have the leadership skill to make them understand and follow, creating high 
productivity and good product quality. 
• How is this skill important? 
If they are effective FLMs, they must have leadership skills to manage their 
workers. Leadership skills are required to address and solve the daily challenges and 
problems. 
IFL9B: In the sewing line, not all workers follow the management of their FLMs. 
FLMs need to have leadership skills so that their workers feel that they want to 
engage with their FLMs. FLMs must work in order to win their workers’ hearts 
and let them be persuaded, otherwise unless the workers will refuse to listen and 
resist their FLMs. They have to ensure the sewing line constantly runs but still 
guarantee their workers’ salaries. 
ICE4: In some cases, many front line managers are not good at some skills. 
However, they have the leadership skill. Whenever they are talking, their workers 
listen to them. Those front line managers are even more successful than those with 
good technical skills. Leadership skills make different results for FLM in the 
different sewing line. 
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• Why is this skill important? 
The FLM must manage the workforce, deal with workplace and workforce issues 
and solve ongoing issues linked to the workforce. Being FLMs, they are the team leaders 
of the sewing line with over 20 members. It is impossible for them to work in this position 
if they cannot lead their members in their group. Leadership skill is required to manage 
the production team effectively and to provide direction to the team. 
 Information conveying 
• What is this skill? 
The FLMs have to convey instructions and coordinate across a sewing line of 
more than 30 workers. This requires not only an understanding of the process but the 
ability to convey information effectively across the production line, and also with other 
sections of the supply chain. 
ICE7: Information-conveying skill is important but difficult to possess because it 
is related to education level issues. Education level is not like an advanced degree 
or anything else. It is just like FLMs are capable of conveying information. In fact, 
the current FLMs do very well, but when they convey information no one 
understands. Now, we need the FLMs to convey the information most shortly and 
easily for others to understand. 
ICE1: Our FLMs need more information-conveying skill. We do not expect 
FLMs to be as good as a presenter, but at least they must know how to convey the 
information. In particular, they can convey our information to their workers. 
• How is this skill important? 
Without being able to communicate effectively, it would not be possible to 
organise the production line or to make adjustments when they are required. 
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ICE1: Regardless of how good the top managers and middle managers in the 
enterprise are, if FLMs cannot convey our plans of a cohort of team management 
to each worker, it means nothing. 
EHF7: FLMs should have the skills to convey information to the receivers and 
make others easy to understand them. We are lecturers who are trained 
systematically about this skill. However, when lecturing students, sometimes 
students do not understand us. So, it will be more difficult for students to be FLMs 
who are not trained well for this skill. Even, it will be worse when they work with 
workers who are not highly educated. 
• Why is this skill important? 
FLMs have to convey instructions to supervisors and to the workforce to fulfil 
production orders. It requires not only channels of communication within the plan, but 
also the ability to provide clear and concise instructions. FLMs have to convey 
instructions to supervisors and to the workforce to fulfil production orders. Information-
conveying skills help FLMs to connect with other stakeholders so that the ‘paper’ targets 
of the management team are transferred to be the final ‘physical’ products delivered to 
customers. In addition, it is an important skill for them, since it would allow them to 
receive support from those stakeholders. 
5.3.3 Conceptual skills set 
 Problem detecting 
• What is this skill? 
FLMs must have problem-detecting skills. FLMs who have this skill will grasp 
and predict difficulties likely to occur in the production process. They can instruct the 
workforce and be organised in advance for potential contingencies. 
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ELC4: Detecting the problem in the sewing line is an important skill of FLMs, 
because it is sure that problems are always happening in the production process; 
regardless of how skilful the workers are, they still make mistakes. If FLMs cannot 
detect problems, they are also the first people to take responsibility when workers 
produce faulty products. So, they have to possess the problem-detecting skill to 
limit problems from the beginning. 
IFL7A: FLMs need this skill to predict what problems can be happening based 
on the resources they possess in the sewing line. Also, they must have this skill to 
predict which sewing stages are difficult or likely to make mistakes. Possessing 
problem-predicting skill supports FLMs to meet the most important criteria in the 
enterprise, including time delivery and product quality. 
• How is this skill important? 
High product throughput means that any delays to the production process can 
result in missed orders or damaged products, and hence, there is pressure on FLMs to be 
able to recognise problems in advance and to make adjustments for any problems that 
may arise. 
IFL7A: This skill is very important because, in the production process, FLMs can 
quickly detect which sewing stages are difficult or easy and what problems can 
happen. And then they exactly choose which workers are appropriate with these 
sewing stages; and instruct them carefully, leading to run the sewing line 
smoothly. FLMs need to detect the deep-rooted cause of the problem; they can 
solve thoroughly. And then they can solve that problem thoroughly; otherwise the 
problem will still happen again and again. 
IFL9A: The first important skill of a FLM is problem detecting. Many people are 
not interested in this skill, but in fact, this is a very important skill. Before 
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problems happen, FLMs must possess the skill to predict where problems can 
happen. If the FLMs can predict problems, they can report to the superiors and 
other departments for a preventative solution. Even if they do not know how to 
fix them, when they raise the problems, the superiors and other departments will 
pay attention and coordinate together not to stall while the actual production 
process takes place. 
• Why is this skill important? 
Since FLMs are in charge of directly managing the production process, they must 
have the problem-detecting skill to grasp and predict difficulties that can occur in the 
production process. FLMs need to predict which sewing stages are difficult or likely to 
be prone to stoppages and problems. 
 Problem-solving skills 
• What is this skill? 
Problems occur regularly across the production process, and especially when 
changing garment orders, there will be problems emerging regarding machinery, 
workforce deployment, accessories, and materials. As FLMs, they must have the skill to 
solve all the problems developing in their sewing line across a range of areas from 
technical to personnel management. 
IPM4: Regarding the garment industry, all production and delivery plans of 
enterprises are linked to workers and the capacity of the sewing line. The FLMs 
must have good problem-solving skill to manage all of the problems happening in 
the sewing line in order to meet the delivery plan. 
ICE1: During the production process, FLMs must have problem-solving skill. We 
do not require the FLMs to solve all problems. However, at least when there are 
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problems regarding human resources in their sewing line, they must know how to 
solve them but not ask for support at any time. 
• How is this skill important? 
In the daily production process, different garment orders generate different 
problems. If problems are not solved, the sewing line will halt, and production targets 
will not be met. FLMs must solve the problems quickly and systematically to achieve 
daily production targets. 
IFL9B: FLMs must have problem-solving skill. In the garment industry, 
problems arise regularly. When workers have difficulties or make mistakes in the 
sewing process, FLMs have to solve it right away to let the sewing line flow 
smoothly. 
EHF4: Although other departments are supporting FLMs in the production 
process, it is sure that problems are happening and must be solved regularly. 
Before solving problems, FLMs themselves should find out and consult the 
relevant departments or their supervisors if necessary. FLMs need to have the 
problem-solving skill to suggest a solution for productivity and product quality 
and mitigate the waste of production process. 
• Why is this skill important? 
In the garment industry, problems regularly occur in the production process, and 
the FLM is initially responsible for addressing and rectifying problems. All production 
plans of the garment enterprises are linked to workers and the capacity of FLMs in the 
sewing line. Therefore, FLMs must have good problem-solving skill to manage all 
potential problems that develop in the sewing line. 
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 Production planning skills 
• What is this skill? 
FLMs have to plan and implement their plan to meet every order. Specifically, 
they must know the time required for the machine arrangement to be ready for production; 
the time for the production process; the timing of workforce meetings; and when to check 
the production line and undertake quality control. In other words, FLMs need a detailed 
production plan and systematic timeline of processes to follow for themselves and their 
sewing line. 
IFL9B: When receiving production targets from the management team, FLMs 
must have the production planning skill to plan how many products their sewing 
line needs to produce. Also, after finishing the current garment order, FLMs must 
plan what is needed to prepare for the next garment order smoothly. As a result, 
they can achieve the targets of the management team and fulfil the time delivery 
for customers. 
• How is this skill important? 
Without systematic planning of the production cycle and organising systems of 
feedback and quality control, production, and quality targets will not be met. 
IPM4: In the past, FLMs were doing without planning. However, it is different 
now. In the present, FLMs must have their plan before doing the production 
process, even a detailed plan for each working hour. With this plan, FLMs will 
manage their sewing line systematically and logically. 
EHF4: FLMs must have production planning skill to build the method of 
organising and managing their sewing line effectively. They cannot follow the old 
slogan of production method: ‘We make the best effort, do everything manually, 
go for it and surely we can achieve it.’ When FLMs manage the whole sewing 
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line without production plan, it is like ‘going without determining where the 
departure is and where the destination is’. As a result, the production process will 
be a vicious cycle of low productivity, low product quality and slow delivery time. 
• Why is this skill important? 
Production planning skills enable FLMs to predict, prepare, and combine the total 
resources in their enterprise to achieve the targets planned by their management team. In 
addition, production planning skills help FLMs to avoid down time on the line and 
mitigate waste in the production process. 
 Innovative thinking skills 
• What is this skill? 
FLMs must have innovative skills to offer new ideas to improve the production 
process and reduce down time and waste. Having the ability to visualise ways of 
improving production and quality processes will improve productivity. 
• How is this skill important? 
Being proactive and capable of not only accommodating but also anticipating 
change will support operations of the plant in the longer term. 
ICE5: From the current practice of the garment industry, innovative thinking skill 
in the sewing line receives much interest from employers. Innovative thinking 
skill is very important to apply to the real production process. FLMs need to be 
creative from the small things in the sewing line, such as human management and 
equipment management and the way that they instruct or coach workers. This skill 
helps FLMs bring distinction in the job of FLMs. 
• Why is this skill important? 
FLMs must be innovative in addressing potential challenges with the production 
process. FLMs can combine their previous experience, technical skills, and a deeper 
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understanding of enterprise resources to refine the production process. This skill will 
contribute significantly to enhance productivity and bring more value to their enterprise. 
As competition in the garment industry intensifies and as customers demand product 
quality, there will be pressure on FLMs to innovate. 
5.3.4 Psychological skills set 
To be able to manage their sewing line well, FLMs must first understand 
themselves and have a sense of responsibility to understand each member in their sewing 
line. With the daily working contact, FLMs need to have a listening skill to sympathise 
with the worker’s situation and respect them and treat them fairly. FLMs need to know 
how to convince and suggest the best solutions for their workers. For example, for those 
workers who are self-centred, FLMs must use a soft voice and motivation, so that they 
will be more confident and strive for work and for those workers who are stubborn, FLMs 
must be decisive. 
 Empathy with employees 
• What is this skill? 
FLMs must understand the personality and behaviour of each member of their 
sewing line and empathise with them. They need to be aware of the pressures and strains 
of the production line, understand their anxieties and support the workforce. They must 
be fair with every member to gain workers’ trust without discriminating against any 
members in their sewing line. 
ICE4: You can imagine a sewing line just like a miniature family, but this family 
is not small with between 25 and 50 members. An FLM is like the owner of the 
family. If he/she is a kind-hearted person, he/she takes good care and unites every 
member of the sewing line together. As a result, his/her productivity of the sewing 
line is completely different from that of other sewing lines. 
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IFL9B: FLMs must understand the personality and behaviour of each worker in 
their sewing line. They must understand which workers are gentle and which 
workers are aggressive to have appropriate approaches and behaviours to manage 
their sewing line. 
• How is this skill important? 
Without empathy for and understanding of, the workforce, there will be a loss of 
trust, staff absence, and turnover and potential disruption to the production line. 
IPM4: FLMs need to manage their workers with their heart. They must 
understand and sympathise with their workers. Anyway, workers come to our 
enterprise to make money to support their family; FLMs must make the most 
comfortable working environment for them without making them feel nervous or 
frustrated. They need to help them improve their productivity and earn money in 
the most comfortable and easiest ways. As a result, workers can bring benefits for 
themselves and FLMs and enterprise as well. 
IPM4: In working together, FLMs need to be fair to their workers. When FLMs 
frankly and fairly point out the mistakes of workers, every member of the sewing 
line will reduce the internal conflict in the sewing line. 
ELC6: Understanding the psychology of their workers is very important for 
FLMs. FLMs must grasp the psychology of their workers. When workers took 
leave of absence, they must understand what the problem is taking place with their 
workers or their family to support them in time. And in this case, with this skill, 
they will know what they need to do in order that their sewing line is not getting 
stuck. 
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• Why is this skill important? 
During the production process, conflict is common, and FLMs need to know how 
to address grievances and settle disputes with minimum disruption. Without empathy and 
understanding, FLMs will not be able to sustain trust or support from the workforce. In 
turn, employee problems can develop that adversely affect quality and production targets. 
 Motivation 
• What is this skill? 
FLMs must motivate and support employees to realise production and quality 
targets. 
• How is this skill important? 
FLMS need this skill to support and give workers confidence and develop trust. 
IPM1: Nowadays, when the garment orders are more fashionable, and the 
categories are various and small, the price is more competitive. Enterprise needs 
to offer a lower price than others to receive the new garment orders. So, pressures 
are put more on FLMs to manage well the sewing lines; to have higher 
productivity, and to gain better quality to retain customers. For example, if they 
produced 10 products yesterday, they try to produce 11 products today but the 
same yesterday quality. FLMs need to constantly motivate their workers to 
improve their productivity and carefully control their product quality so that more 
products can be produced but have less defects. If the products are more defective, 
they have to spend much time fixing it, resulting in losing productivity. 
• Why is this skill important? 
Motivation is important to sustain production and to maintain product quality. 
Motivation is not only the role of staff in the human resources department but also that of 
FLMS. When FLMs assign tasks to their worker, they need to know how to motivate their 
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workers, or else, workers will react immediately. If workers are in a motivated 
atmosphere, they will feel more confident and fulfil their job much more effectively than 
usual. It is a very useful skill when applied to the workplace. 
 Seeking feedback 
• What is this skill? 
In the production process, it is necessary for FLMs to listen to their workers’ 
opinions. They have to ‘really’ listen but not ‘just’ listen. They need to receive feedback 
on the operation of the line and the machinery, and to act on the informed suggestions of 
the workforce. 
IPM4: There are FLMs, who when the workers just say something, they behave 
as they understood. However, they do not know the ‘underlying’ information that 
their workers want to transfer to them. In reality, workers raise a certain problem, 
but they do not know how to express it. It may be the first part of a conversation 
that gives us this information, but the last one gives them different information 
that is important. So, the FLMs must really have a listening skill. 
• How is this skill important? 
Listening skill is very necessary for s to understand the information that their 
workers transfer. Those on the line and operating the machinery are the first to be aware 
of problems and appreciate improvements that can be made. 
IFL4B: FLMs must have the listening skill to listen deeply to their workers, 
especially with the new and young workers, to know what they need. It means 
that FLMs should not use their power to dominate their workers. Because workers 
with low education are very self-deprecating, they feel it very offensive. If FLMs 
show off with their knowledge, degrees or certificates, workers in the sewing line 
will never cooperate with them. 
 120 
ELC2: FLMs must know how to listen well and effectively. In case they have a 
problem in their workplace, they must listen to and share problems with, their 
workers to find solutions. However, they just listen but not listen with their heart. 
Now, the listening skill to select good information is also not a concern of 
employers. Meanwhile, students to be FLMs are not well equipped with listening 
skill in the education environment. 
• Why is this skill important? 
This is one of the most important skills of FLMs to make the production process 
flow smoothly because they need to listen well to understand exactly what team 
management expects them to achieve. They need to listen to their subordinates to learn 
about difficulties in the production process and to seek improvements to the process. 
 Sense of respect 
• What is this skill? 
FLMs must respect the workforce. This involves not only empathy, listening skills 
and good communications but also respect for the workforce, through appreciation and 
encouragement. 
IPM4: In the past, garment enterprises supposed that FLMs needed to be as 
aggressive as possible; they could control their workers easily. In case of delivery 
time coming, they locked the door and kept workers inside to work for them. They 
ordered: ‘We had to deliver goods this week. Any sewing line had not finished 
yet, they had to work overtime and had not returned home’. However, it is totally 
different now and everything changes. Any enterprise that is still using the old 
management style of ‘order’ will lose immediately because, after 2010, the 
workforce in the garment industry started to reduce fast while the established 
garment enterprises increased fast.  
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• How is this skill important? 
Respect is necessary to generate trust and to encourage the workforce to provide 
feedback to FLMs. 
IPM4: FLMs must respect and frankly share all information of enterprise for 
every member in their sewing line rather keeps secret like before. For example, 
with garment orders in a hurry, enterprises will gather all FLMs to inform time 
delivery and action plans. Based on that, FLMs must respect their workers and let 
them know the detailed information in order that every worker can unite and 
support each other to achieve the targets planned by the enterprise. 
• Why is this skill important? 
Given workforce and skills shortages across the sector, it is imperative that FLMs 
respect their workers and support them wherever possible. Given skilled workforce 
shortages for the sector, the existing workforce needs careful and considerate 
management to reduce turnover, improve commitment and attract skilled workers into the 
sector. 
 Self-understanding 
• What is this skill? 
Self-awareness is important in terms of recognising strengths and weaknesses of 
personality and skills. Being aware of one’s limitations results in fewer mistakes and leads 
to an acceptance of consultation regarding settling problems. 
• How is this skill important? 
If personal limitations and strengths are recognised, these can be built upon or 
supported in the context of a high-pressure job. 
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EHF4: In managing the sewing line, if FLMs do not understand themselves and 
do not know their role, duties, and power, the sewing line is so chaotic. So, it is 
impossible to organise the production process. 
• Why is this skill important? 
FLMs need to understand themselves first; then, they will be able to understand 
and work in harmony with other colleagues in other sections of their organisation. They 
must softly point out the mistakes of workers, so that every member of the sewing line 
will reduce internal conflict and try to boost productivity. 
 Sense of responsibility 
• What is this skill? 
FLMs must have a high sense of responsibility because they must be accountable 
to the board of directors for their productivity and time delivery. Further, they must be 
accountable to not only their customer for the quality of products but also their workers 
for their safety and on-going employment. 
• How is this skill important? 
Being responsible for the ongoing operation and effectiveness of the production 
process, safety and continuity of production and meeting output and quality targets is part 
of the job for FLMs. 
IPM4: It is certain that there are a lot of inevitable conflicts with workers in the 
production process. If the conflicts cannot be solved, in case the fault comes from 
FLMs, they have to take their responsibility. As FLMs have a sense of 
responsibility, workers will respect them. Rather if they are wrong, but they use 
their power to impose on others, certainly, workers will not agree and could not 
work with them. For example, FLM made a mistake in paying the salary of a 
worker, and the salary of this worker was paid already. In this case, FLM had to 
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admit his mistake and would compensate for this worker’s salary in the next 
month. 
EHF3: The sense of responsibility is very important to FLMs. It means whenever 
receiving production plans from their supervisors, FLMs make their big efforts to 
fulfil their job. When they are responsible people, it will naturally lead to good 
characteristics following this sense of responsibility. For example, when having a 
sense of responsibility, it is natural that this person is careful, thoughtful and 
meticulous to do their job. As a result, the more they work, the more they bring a 
safe and better result for their enterprise. 
• Why is this skill important? 
The position brings responsibility and accountability, and the higher income for 
FLMs compared with production workers reflects not only their skills but also their 
responsibility for the employees and for the sustainability of the production process. 
5.4 Conclusion 
The purpose of this chapter is to answer the research question, ‘What are the 
necessary skills of FLMs in the garment industry.’ This chapter identified the four skills 
sets of FLMS. They include technical skills set, human skills set, conceptual skills set and 
psychological skills set, as outlined in Table 5.2. 
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Table 5.2 
Four Skills Sets of FLMS in Vietnam’s Garment Industry 
# Skills set      Specific Skills 
1 Technical skills set • Sewing-machining 
• Allocation and production sequencing 
• Production and time management 
• Reading comprehension 
• Training and mentoring 
2 Human skills set  • Communication 
• Teamwork 
• Leadership 
• Information conveying 
3 Conceptual skills set • Problem-detecting 
• Problem-solving 
• Production planning 
• Innovative thinking 
4 Psychological skills set • Empathy with employees 
• Motivation 
• Seeking feedback 
• Sense of respect 
• Self-understanding 
• Sense of responsibility 
These managerial skill sets were identified in the prior literature review, especially 
in the contributions of Nankervis et al. (2016) and Bodewig et al. (2014). Through in-
depth interviews with key stakeholders, including FLMs, this study is the first one to 
identify in detail the necessary skills of FLMs in the garment manufacturing sector. 
Although skills are identified in the four separate skills sets, it does not mean these skills 
set can exist separately. With production methods and technology changing constantly, 
FLMs need to possess the integrated four skills set. These skills set need to link and 
support together so that FLMs can fulfil their job effectively and support production and 
quality targets within enterprises. Based on four skills sets of FLMs identified in this 
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chapter, the following chapter will focus on how to develop those skills sets via the 
collaboration between TVET institutions and garment enterprises. 
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Chapter 6: The Extent of Collaboration Between Education 
and Industry to Develop Skills for FLMs in Garment Sector 
6.1 Introduction 
The previous chapter outlined the four necessary skills sets of FLMs in Vietnam’s 
garment industry. This chapter focuses on ways to develop these four necessary skills sets 
through the engagement between the education sector and the garment industry. This 
chapter aims at finding the answer to research question 2 of this study: ‘To what extent 
are technical–vocational education and training (TVET) institutions collaborating with 
enterprises to improve skills requirements for FLMs in Vietnam’s garment industry?’ In 
the context of Vietnam, the collaboration between TVET institutions and garment 
enterprises is in the early stage, and this study shows the lack of collaboration between 
them. Specifically, with the unique characteristics of TVET institutions and garment 
industry in Vietnam, this study reveals four main barriers for collaboration, namely, the 
absence of supportive government policies for collaboration; insufficient competencies 
of TVET institutions for collaboration, mindset differences between stakeholders 
preventing collaboration and the failure of collaboration to support internships. Through 
reporting and organising the responses of TVET institutions and garment enterprises, this 
chapter will address the key research question regarding the extent to which TVET 
institutions are collaborating with enterprises to develop skills for FLMs in Vietnam’s 
garment industry. 
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6.2 Barriers for Collaboration Between TVET Institutions and 
Garment Enterprises 
6.2.1 Theme 1: Absence of supportive government policies for collaboration 
It is challenging to develop the skills necessary for Vietnam’s garment industry 
because the government does not have effective policies to support garment enterprises 
in possessing and developing their human resources. The government’s industry priorities 
are with industries, such as petroleum, rubber and cashew nuts. If the government wants 
Vietnam’s garment industry to develop strongly and sustainably, it needs to invest in ‘the 
quality’ of human resources. 
ICE3: Government just knows that the garment industry is the second leading 
industry in Vietnam. But the government does not know how labours are living 
and surviving. Only the owners of enterprises take care of their labours because 
enterprises want their enterprises to survive. In the case of giving garment 
enterprises to the government, I guarantee all garment enterprises will be 
eliminated for several years. When Vietnam has joined WTO in 2007, it is the 
right direction for the development of Vietnam’s garment industry unless this 
industry will be in the situation that no one or no governmental organisations take 
cares it. It is impossible for Vietnam’s garment enterprises to continuously survive 
and develop. 
There is no significant support from the government currently for the industry. 
The government can only hold professional seminars on specific areas regarding customs 
or tax topics. There is very little investment in, and policy regarding, training and 
developing human resources for the garment industry. 
ICE6: Our enterprises almost do not see any detailed policies or incentives from 
government to help our garment enterprises to possess skilled labou
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Enterprises would not dare raise questions about the government’s policies. We 
cannot propose anything to the government. For polices of graduates, it depends 
on the higher level of the government. Although the Vietnamese labour law issues 
that every enterprise must use the cohort of graduates as stipulated, enterprises 
cannot request anything from the government. 
Participants suggested an absence of targeted and effective supporting programs 
for the sector. 
ICE7: The supportive government policy for this collaboration is just a ‘slogan’ 
that enterprises and institutions have already known and listened to, but do not 
believe. It will be so lucky when garment enterprises are not ill-treated. We are so 
happy if the government can let us quickly finish the legal procedures regarding 
import and export ... We do not dare to require anything else such as tax reduction 
for enterprises when we collaborate with institutions. In fact, government policy 
that supports the collaboration between institutions and enterprises will be very 
good and requires a radical commitment to do so. But it seems to be so difficult 
in Vietnam currently. 
Government policies for the collaboration between institutions and enterprises in 
Vietnam are not clear and effective. The government does not promote such 
collaboration, and no mechanism is available to support mutual collaboration. 
EHF1: There are no sanctions from the government. The government only 
introduces policies but does not have policies to force enterprises to implement 
their roles. Meanwhile, enterprises only implement their roles if they have already 
recruited graduates for them. Otherwise, they would not have peace of mind in 
collaboration with institutions. Government policy now exists, but 
implementation and control of these policies are almost loose. It is very difficult 
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for collaborative activities between institutions and enterprises to train the skilled 
workforce for Vietnam’s garment industry. 
Government policies are not operational. There are garment associations under 
the management of the government to promote the collaboration between institutions and 
enterprises to prepare work-ready graduates for the garment industry. However, the 
process is not effective, because there is an absence of support for stakeholders to 
collaborate with each other. 
EHF9: Associations in the garment and textile industries are very important in 
any countries. But in our country, those garment associations do not work well. 
Now, even asking about the need for garment enterprises, institutions do not know 
since they just draw everything on paper for fun. 
Simultaneously, the curriculum of training institutions follows the common 
curriculum of MOET. This common curriculum does not focus on any particular career 
direction. After graduation, students cannot meet the requirements of particular 
enterprises. Enterprises have to retrain students to be able to meet the job positions they 
need. 
EHF5: Our credit-based curriculum is now spread over 15 weeks/1 semester. 
After 15 weeks, students have a semester break and then continue learning in 15 
weeks in our institutions. If the loop is still happening, there will be no time for 
students to accumulate the practical experience for their future career. 
Although enterprises require the curriculum to be updated and developed as the 
industry develops, this cannot occur because the curriculum is regulated by the MOET 
and does not change. Further, although enterprises are willing to support training 
institutions in curriculum development, this does not occur. 
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ICE3: I am very frustrated with the curriculum of institutions. When institutions 
came and worked directly with us about curriculum, we made comments about 
illogical points of their current curriculum. However, with our comments, they 
apologised they could not implement because the curriculum taught by institutions 
must follow the framed curriculum of the Ministry of Education and Training 
(MOET). So, they cannot do anything else. 
MOET used to administer all universities and colleges and the Ministry of Labour, 
Invalids and Social Affairs (MOLISA), technical-vocational institutions. However, from 
2017, all colleges and technical-vocational institutions have been transferred to the 
administration of MOLISA. 
ELC6: Since 2017, under the administration of the MOLISA, students at the 
college and technical vocational institutions have not studied general subjects. 
They must not study eight general subjects in accordance with Marxist-Leninism, 
Ho Chi Minh Road and so on. They have just focused on specialised subjects. If 
students want to move to a higher level of the university, at this time, they will 
need to add more general subjects later. 
The administration under the MOET and the MOLISA differs. Specifically, under 
the administration of MOET, the curriculum was based on academic advice and research. 
As a result, graduate students were grounded in theory, but under MOLISA, the 
curriculum will be more integrated and engaged with the direction of practical knowledge. 
Consequently, graduate students will have a good foundation for hands-on practice. 
EHF6: Under the administration of MOLISA, the new integrated curriculum has 
run from 9/2017. With the direction of ‘theory attaching to practice’ of this 
curriculum, students are initially more active. They learn faster with the concise 
theoretical knowledge before moving to the practice immediately. It is different 
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from the previous curriculum that students learn the theory first and then practice 
later. 
A recurring problem was that theory and practice did not match. Students learn 
theory with one lecturer and learn practice with another. As a result, graduates could not 
meet the skill requirements of enterprises and enterprises had to retrain graduates. 
ELC8: There is a drawback in the previous curriculum, as a lecturer teaches 
theory in this semester but it is not guaranteed that he/she will teach the practice 
in the next semester. And each lecturer has his/her own method, so it causes 
students confusion and nervousness during the learning process. 
However, following the structures of the MOLISA or MOET is only an 
administrative issue. The issue here is how institutions are responsible for designing an 
appropriate curriculum for the need of garment enterprises. 
ICE1: Since 2017, colleges and technical-vocational institutions have been 
managed by the Ministry of Labour, Invalids and Social Affairs. Our institution 
belongs to that case, so there is also a difference. The difference is that the 
duration of the total periods of this course is much reduced. With such reduction, 
our institutions must balance the number of periods in the credit system. It will 
also affect the reduced specialised subjects directly. Previously, there are 100 
credits for a course. Now, it has only 80 credits. Of course, it is necessary to 
balance between the general and specialised subjects. We cannot reduce the 
general subjects because of the frame curriculum of the MOET or MOLISA; we 
must redesign our specialised subjects by cutting off some parts in these 
specialised subjects. 
ELC1: In the development of the program, the credits must guarantee the general 
subjects and specialised subjects. For the specialised knowledge, previously, we 
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must spend 5 years learning it, during such five years; we learn lots of skills and 
knowledge about design, technology, and computer... But it is now only 120 
credits. Although the curriculum is the same as the foreign country, it is clear that 
the learning time of foreign students is very long. Although they also study 120 
credits per year, their learning time lasts long. For us, the number of credits is 
shortened and the learning time is shortened too. It is so unreasonable. 
The suggestion is that the training objectives cannot be identified in the program. 
Without specifying the required skills and objectives of the program, it is difficult to 
visualise how the program can be effective in supporting graduates and the industry. 
The aim of transferring the administration of colleges and technical-vocational 
institutions from MOET to MOLISA was to focus on skill training. However, MOLISA 
does not have criteria to develop and monitor NOSS. To be effective, a NOSS must be 
developed for each industry. 
ELC6: National Occupational Skills Standard (NOSS) of Vietnam currently is 
very general. There is only NOSS for worker grade levels from 1 to 6, but it does 
not match the worker grade level of institutions that are training. For example, 
graduating from technical-vocational institutions, graduates are classified for the 
worker grade of 3, but it is not really true to the worker grade level of NOSS. 
In general, technical-vocational institutions and colleges use the general 
curriculum to develop their curriculum. Then, they add or remove the number of periods 
and credits to create their own curriculum, fulfilling MOLISA regulations. With this 
approach, it is impossible for these institutions set clear training objectives. 
ELC6: The current trend about curriculum development is that my institution is 
teaching these subjects. And your institution is also teaching the same subjects, 
but my institution is better than yours because my institution adds extra X subject 
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or Y subject in my curriculum. At present, the majority of institutions are 
following this trend. For example, your institution is teaching the design computer 
software like Lectra. And my training institution is also teaching this Lectra. But 
my training institution is adding the design computer software Gerber. 
The problem is that the curriculum is developed without reference to the industry 
and workplace, and thus, graduates are not prepared for employment in the industry. 
ELC6: That our institutions cannot identify such training objective causes 
confusion and chaos. Honestly, at the level of technical–vocational institutions, 
the input of students is low; if institutions teach students such equivalent heavy 
program of university level, how they can learn it. 
The training institutions must determine training objectives from which they can 
accurately orient the learning outcome of each subject, and then can determine the 
necessary knowledge segment for learners. From such a segment, they can consider 
elements to be included in the content of each subject. It means a shift from general 
training objectives towards context-driven training objectives. 
Training institutions have a major responsibility in developing the curriculum. In 
carrying out their responsibility, training institutions provide enterprises with the required 
quality of labour to meet the industry’s labour requirements. 
ICE3: I say something seems harsh but it is true. When we do anything, we must 
care about our outputs first. When students graduate, they are outputs of 
institutions. If we create outputs without knowing whether or not customers need, 
who shall buy them? That is the reason why graduates cannot find a job. It is like 
our enterprises are carrying out the market research, such as how many shirts 
customers shall need to buy from us, and what is the quality of such shirts. If we 
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do not know anything about this interest of our customer of shirts, we could not 
sell those shirts to customers. 
Enterprises currently have to develop the initial training for labour in the garment 
industry. Such training is currently the responsibility of the government and institutions. 
They need to offer supportive policies and a good curriculum is important is providing 
labourers for enterprises. Thus, when enterprises recruit labour, they can use them 
immediately and do not have to spend time and money on retraining. 
ICE5: For management cohort in the garment industry, the government and 
institutions need to have innovative intensive curriculums for the garment 
industry. So that when students graduate and our enterprises recruit them, we can 
use them immediately. And then our enterprises do not need to carry out retraining 
activities. Only if the human resources are available, the garment industry can 
reach higher levels. 
The current situation is that, from the viewpoint of enterprises, graduates are not 
work ready. 
IPM6: With not only the cohort of front line managers, but also that of technology 
staff, technical staff, QC staff… enterprises must retrain them at least from 6 to 
12 months, so that they can adapt to the working environment and meet demand 
of our enterprises. 
6.2.2 Theme 2: Insufficient competencies of TVET institutions to support 
collaboration 
A few training institutions offer training programs in the field of garment 
technology, but they mainly focus on design. Enterprises need the current cohort of 
graduates to be aware of design but prefer that of graduates to be capable of being FLMs. 
The capacity of training institutions to train and to meet the demand of enterprises for 
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FLMs is largely absent. In addition, in spite of the great demand for FLMs, neither 
enterprises nor training institutions have systematically identified the necessary skills of 
FLMs to meet the needs of the job. 
ICE1: In supplying the necessary skills for the cohort of FLMs in the garment 
industry, there is almost no training program to equip essential skills for this 
cohort. With the job of front line manager, institutions said that they are training 
this or that cohort of FLMs. But now, they are still struggling and their training 
program is only a short-term course. But if talking of an official and professional 
training program to supply a real FLM for enterprises, it is not available. 
EHF7: Currently, according to my knowledge, there is no institution supplying a 
training program of FLMs. At present, only VINATEX Economics and Technical 
College is training a little bit about FLM. The current state of our training in the 
field of garment industry is like that. 
Most workers accumulate work experience before they are promoted into the 
position of FLM. Currently, to solve the shortcomings in the training system and to 
address shortages in the cohort of FLMs, institutions are providing a short-term course to 
develop management skills for employees in garment enterprises. 
EHF7: The training program of FLM is currently unavailable. There is only a 
refresher course for available front line managers supported by institutions for 
enterprises. 
Collaboration between enterprises and training institutions is absent, and as a 
result, there is no curriculum development to address the training needs of FLMs. 
EHF5: Enterprises give me a sense that we teach so widespread. They suggest us 
to teach learners a specific position so that they can have a clear career direction. 
But both our institution and enterprise have not done yet. 
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Currently, the curriculum for garment industry students is academically oriented 
and removed from the needs of the workplace, especially in terms of managerial skills. 
EHF1: As our current curriculum is quite popular and general, our learners can 
work at multi-job positions rather than a sole position. So, students are not good 
at any specific position. 
ICE2: Currently, institutions teach immense knowledge to their students. 
Graduates say to us they can work as a designer, also work as FLM, and also as a 
sample sewing technician...But, finally, they cannot work in any position in fact. 
They are confused and cannot be launched into the workplace. 
One reason for the need for greater collaboration is that garment industry 
employees who work directly with training institutions do not have the expertise. Since 
the majority are from the administration departments of garment enterprises, they only 
have administrative expertise without any working knowledge of production processes 
and technology. As a result, the engagement between enterprises and training institutions 
does not address the training needs for managing production in the industry. 
EHF1: Enterprises complained that students did not meet their requirements. 
However, when institutions asked what specific requirements of enterprises are, 
they only say in general. Enterprises did not give their specific expectations so 
that institutions can provide better training process. 
ELC4: Enterprises often have subjective opinions. They say that institutions train 
in such a cursory way, so students cannot work after graduation. However, during 
the collaboration process, enterprises cannot confirm what the specific skills they 
need are. They must first have specific requirements for a specific job position, 
and then they supply institutions. As of now, institutions do not know any specific 
requirements from enterprises, so they cannot teach properly. 
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Compounding the weaknesses of the collaboration is that many of the training 
staff also lack working knowledge and expertise in the garment industry. 
ELC1: The issue is that a cohort of lecturers does not have enough practical 
experience about production practice to be able to transfer to students. Looking 
back, I do not want to criticise our current teaching staff. However, most of them 
have never made products appreciated and used by customers. So, the question is 
how lecturers can be confident to teach the students about these products. 
ELC6: The issue is that a few lecturers used to possess practical production 
experience. On not participating in the production process, they cannot teach 
subjects such as technology procedures or the production planning… Meanwhile, 
young lecturers are now teaching with their outmoded knowledge learned from 
many years ago in comparison to the continuously updated machinery at 
enterprises. 
The teaching staff is often not supported by the training institutions in terms of 
resources, and many do not have the opportunity to update their knowledge base. 
ELC3: For the current subjects, a cohort of good lecturers is needed to transfer 
and update new knowledge from actual enterprises to students. However, now in 
the faculty, the lecturers do not have opportunities to develop their capacity as 
well as update new knowledge from enterprises. 
ELC6: As the majority of institutions are now managed by the government, the 
good and the bad lecturers receive the same salary. So, why must these good 
lecturers try to teach well? Though they can teach better than others, their 
capacities are not properly evaluated, and even they can be hated by others. 
Certain issues, namely, that salary is not paid according to lecturers’ capacity and 
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the frequent occurrence of internal conflict, are leading institutions to fall into a 
vicious circle. 
Where training institutions invite guest lecturers from enterprises, there is another 
conflict, between ‘outsiders’ (guest lecturers) and ‘insiders’ (institution lecturers), about 
knowledge. Guest lecturers with good practical experience and the institution lecturers 
with theoretical knowledge offer complementary knowledge, but are often in conflict, 
rather than cooperating. This reduces the effectiveness of the programs. 
ELC8: I teach at the C College in District 6, I can see that theoretical knowledge 
is taught by one lecturer in the institution and practical knowledge is taught by a 
guest lecturer from an enterprise. There is not anything consistent between them. 
They are very conservative; they do not listen and cooperate. As a result, when 
they fight with each other, the most disadvantaged people are only the students. 
At present, each enterprise has its own standard around production procedures and 
this standard differs from enterprise to enterprise. Thus, an industry standard to guide 
FLMs is lacking. Moreover, training institutions are only responsible for providing 
theoretical knowledge, and therefore, often enterprises have to retrain graduates to 
provide them the necessary industry knowledge for performing their jobs. 
ICE5: Most of the current graduates are retrained by enterprises. Graduates have 
only basic theoretical knowledge in the field of the garment industry. Each 
enterprise has its own way of management of the production process. Graduates 
will be confused when they must adapt to the different styles of each enterprise. 
However, the current demand for enterprise is that graduates must work 
immediately without retraining. Therefore, we have to retrain graduates from the 
beginning. 
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EHF9: There are many styles in garment enterprises. While big and medium 
enterprises often use modern technology, smaller enterprises use older 
technology. As a result, the production technology of enterprises is also not 
consistent. Korean works with Korean style; Japanese works with Japanese style; 
Taiwanese works with Taiwanese style; and Vietnamese works with Vietnamese 
style. So, institutions only teach general or common knowledge. After graduation, 
when working for each enterprise, graduates will adapt to each enterprise style. 
Enterprises must retrain graduates following their enterprise’s style. 
6.2.3 Theme 3: Mind-set differences between stakeholders preventing collaboration 
There is an absence of leadership within the two sectors to support collaborative 
activities. To support collaboration, there should be trust and recognition of the benefits 
of collaboration. 
EHF1: The first is thoughts or mind-sets of the top managers of enterprises. Our 
institution will not be able to train a skilful cohort of FLMs if the top managers of 
enterprises are not willing to open and share. We cannot do this collaboration if 
enterprises do not understand difficulties with institutions about our inadequate 
equipment, machines, and materials ... The experience at enterprises is very 
different from that at institutions. If our students do not have the opportunity to 
experience in the workplace, they are only trained as ‘industrial chicken’. In other 
words, they only have theoretical knowledge without practical knowledge, 
leading to the fact that they cannot be able to work well after graduation. 
ELC9: I only focus on the point that the training program is not complicated, the 
training content is not challenging; the training method is not complicated. But 
the challenge is whether the mind-set of the top leaders from both institutions and 
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enterprises is opened or not. If that mind-set is open enough, this collaboration 
will happen smoothly. 
From the institutional perspective: 
EHF3: The current biggest challenge of the collaboration between institutions 
and enterprises is that institutions are begging to bring benefits for their 
institutions or students. Meanwhile, enterprises get benefit from the available 
human resources provided by institutions. However, they say they have to retrain 
from the beginning. In fact, enterprises are so lucky with these available human 
resources. At least, the students do know how to design, how to sew, how to do 
technology procedure. At this time, when enterprises guide the students, they can 
grasp quickly. It is not like the retraining as they say. It is true if enterprises call 
it development training; since students have the basic knowledge and then only 
development training is needed to be suitable to the conditions of the enterprise. 
From the enterprise perspective: 
ICE1: In fact, institutions have their own hesitations. When enterprises require 
these things and those things, sometimes institutions cannot actively meet the 
requirements of enterprises. Because institutions sometimes are under the 
mechanism and scale, they do not want to change. 
A reason for the absence of engagement between training institutions and 
enterprises is the lack of trust in the quality of graduates, who are perceived to lack skills 
that are relevant to enterprises. 
ELC9: Enterprises are often interested in training promoting trust. First, the 
important thing is that whether they have trust in the connector ‘lecturer’ or not. 
For example, they contact institution A; they know Ms. M well. Ms. M teaches 
this course well. It means enterprises believe that this lecturer has the knowledge 
 141 
to train good human resources for them. Second, they give a test for the lecturer. 
If lecturer passes their test, they will collaborate with an institution of this lecturer. 
However, the current capacity of lecturers is not good enough for enterprises to 
have trust in them. So, it is very rare for collaboration between institutions and 
enterprises to happen. 
ICE7: My enterprise spends much time on collaboration with institutions. When 
students work in our enterprise, they will undoubtedly cause damage to our 
products. Not only students but also their lecturers cause damage as well. 
Graduates are observed to lack technical and soft skills; they are also considered 
to lack a contextual understanding of the garment sector, specifically, the structure of the 
supply chain and where the production and sewing process is situated within the supply 
chain. FLMs require an understanding of the production process and the supply chain if 
they are to effectively perform their job. 
ELC9: There is also some training course (so-called training front line managers); 
it sounds very good and systematic in theory. Moreover, even the students are 
excellent. However, when they are in the factory, they can do nothing because, in 
the garment industry, the sewing line is the last department bearing the 
consequences of previously related departments. The sewing line is the dustbin of 
all of the technical department, the import and export department, equipment 
department, sales department, quality management department ... All mistakes of 
other relevant department happen in the sewing line, and the front line manager is 
the person mainly responsible for this sewing line. 
One issue affecting collaboration between training institutions and enterprises is 
the mindsets of institutions. Training institutions must be deeply committed to the process 
of training. 
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EHF1: Currently, many institutions are now going in the direction of education 
trading. They try to get as much profit as possible. This is not the right training 
objective. The objective of most institutions needs to lead that the graduates can 
meet the needs of enterprises, including acquirement of necessary skills and 
knowledge to develop their career. And then, they contribute to promoting the 
name and image of institutions. 
EHF3: We have to prove through the students but not prove from myself. If we 
talk and promote a lot, but our product is not good enough, it is nothing. So, the 
training must follow the training objective. 
However, during collaboration, training institutions and enterprises desire to 
receive benefits. Mutual benefits will bring them together. Enterprises will take part in 
collaboration if they observe benefits. Conversely, training institutions must also receive 
the benefits of collaboration, such as through increased funding and greater industry 
exposure. 
ICE7: Everything is for benefits; because our enterprise is doing business, we 
need to have benefits. With famous institutions, if their products or their research 
are goods, they can sell for us to earn money. Enterprises will buy them because 
enterprises can get interest. So, these enterprises will cooperate with those 
institutions. The garment industry is the same; what benefits will we have if we 
collaborate with institutions. If institutions can show us benefits, enterprises will 
automatically compete with each other to collaborate with institutions. 
The benefits of collaboration should be apparent, accrue to both parties and 
support a longer-term relationship. 
ELC1: The current collaboration between institutions and enterprises is not good. 
Some foreign garment enterprises coming Germany and Taiwan are interested in 
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collaboration with institutions for training their human resources. However, they 
also require their benefits. A benefit in the collaboration is that I collaborate with 
you, but you must ensure that the graduates must work for their enterprises. If not, 
there will be no collaboration happening. 
ELC3: I think that both stakeholders must have benefits in the collaboration. 
While institutions provide students to enterprises, enterprises support back 
training institutions with the available modern facilities and the new practical 
knowledge from enterprises. As a result, there will be sustainable collaboration. 
Training institutions are eager to collaborate with enterprises, but enterprises only 
approach education and training institutions when their industry lacks skilled labour. 
Currently, the garment industry is lacking skilled labour, and hence, enterprises 
collaborate with institutions. The collaboration did not occur when enterprises had 
sufficient staff. 
EHF5: I can see only when enterprises have the need of human resources; they 
want to collaborate with us. However, if they have no need, they neglect this 
collaboration. Even, they did not welcome when we came to see them first. 
EHF3: Ten years ago, when I came to enterprises, they did not even welcome me. 
Our students could not do anything; they just let them stand to see them working. 
They were so arrogant. Now, because their human resources are lacking, they 
want to cooperate with our institution. At present, we do not have close 
collaboration between institutions and enterprises. 
The quality of graduates and training courses do not meet the need of enterprises. 
At present, there are very few institutions that supply training courses for FLMs in the 
sector. Addressing the quality of training remains a challenge for training institutions and 
for the garment industry. 
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EHF8: Currently, although institutions need to collaborate with enterprises, 
enterprises are not enthusiastic in this collaboration. The reason is the unskilled 
graduates provided by institutions. And even when enterprises agreed to retrain, 
graduates after the training often go to work for other enterprises rather than their 
enterprises. So, they are not interested in long-term collaboration. 
ICE1: When the graduates of institutions do not meet the requirements of 
enterprises, enterprises, of course, do not collaborate with institutions as 
stipulated. If there is no collaboration, they can survive because the initiative right 
belongs to enterprises. 
Currently, it is very difficult to develop collaboration between training institutions 
and enterprises, because enterprises and students do not perceive any benefits and 
institutions do not perceive long-term benefits. 
EHF9: Students acknowledge that the major of the garment industry is so hard to 
study and not a promising major. So, they want to change their major. Meanwhile, 
enterprises support students’ training costs without ensuring whether students will 
work with them or not. Moreover, institutions do not have close collaboration with 
enterprises, so they do not know what needs of enterprises are to train their 
students. In addition, institutions must have money to cover the cost of lecturers 
and purchase machine and equipment. In general, the three stakeholders do not 
see their benefits, so there is no collaboration among them. This collaboration will 
develop only when three stakeholders have the same benefits. 
Senior managers need to be aware of the long-term benefits of engaging training 
institutions and enterprises to produce skilled human resources for Vietnam’s garment 
industry. It means that graduates need to be trained in an actual working environment. 
The biggest challenge is the mind-set of the managers, from the top managers to lower 
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management staff. That mind-set does not only exist at enterprises but also in institutions. 
Hence, that mind-set of group benefits and personal ego is so big that it results in the lack 
of engagement between training institutions and enterprises currently. 
6.2.4 Theme 4: The failure of collaboration to support internships 
Currently, one of the rare collaborative activities between institutions and 
enterprises is student internships. In the final year of their program, students are sent to 
enterprises for their internship. The purpose of this activity is to allow students to apply 
their studies in their institutions into the workplace practices of enterprises because 
internships equip students with the practical experiences of the workplace. This is 
considered a ‘good transition step’ since it helps students become familiar with work after 
graduation. However, internship activity has several limitations in the context of the 
garment industry. Training institutions provide minimal support and direction during 
internships. 
ELC5: To do an internship, students pay internship fee to the institutions. 
Institutions have trained nothing and spent nothing at the time when students do 
an internship at enterprises. However, the institutions do not pay this internship 
fee to enterprises. And they pay a little money for lecturers guiding students 
during the internship. So, both enterprises and lecturers are not dedicated to 
supporting students in their internship. 
Most lecturers of training institutions do not want to guide students to enterprises, 
because they are afraid of losing their prestige. While lecturers introduce students to 
enterprises, students do not work at enterprises as promised and leave after just 1–2 
months of probation. Then, enterprises provide negative feedback about institutions, 
affecting the prestige of the lecturers. 
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IPM5: Currently, lecturers do not want to introduce students directly to 
enterprises like before. They just inform that enterprises are recruiting for certain 
positions. They notify those vacancy positions on the notice board of institutions. 
And then, students themselves can directly contact enterprises to ask for the 
internship. 
Training institutions are largely passive and do little to support the students. As a 
result, many students are left without guidance, instruction or support. 
ELC5: Lecturers are only nominated to take students to enterprises without 
knowing anything else about the internship. In fact, lecturers from institutions do 
not have any authority at enterprises as institutions do not have any engagement 
with enterprises. During the internship, the duty of lecturers is to take the student 
to enterprises and get confirmation (by signature) from enterprises. That is all. 
This is a boring and time-consuming duty, so lecturers also are not interested in 
this activity. 
Most students search for and manage their internship by themselves. Institutions 
cannot guarantee students that they will have effective internships where they further 
develop skills and knowledge, and there is a weak collaboration between training 
institutions and enterprises around internships. 
ICE2: After training students, institutions send them to enterprises to do an 
internship. Most of the enterprises just keep receiving but do not care about them 
and let them ‘swim’ during their internship. 
Students are often left to find their own way in enterprises and receive very little 
support or direction. 
ELC1: Whether students will be instructed carefully or not depends on their good 
‘communication’ skill. If students are clever and well behaved to win people’s 
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heart, instructors will instruct them carefully. Otherwise, no one will take care of 
them. 
ICE9: The students must help themselves during their internship. They must learn 
and observe by themselves. As we facilitated them to work at the workplace, they 
must imagine what they need to do in the future and ask questions. And then, they 
must find the relevant departments to be able to give them answers. At that time, 
enterprises will help and send them to such departments. Students themselves 
must plan everything in advance so that they can know what they need to do 
during their internship. 
Students are organised either to perform trivial tasks or nothing 
ELC5: I just need enterprises to let students really work in production practice, 
rather than trivial activities, such as cutting extra thread, or sitting–playing–
drinking water and then get the seal from enterprises and return to institutions. 
Enterprises arrange for students to perform trivial tasks because these require 
minimum resources and supervision. Meanwhile, institutions cannot engage directly in 
tasks of their students during their internship. Training institutions send out students to 
meet labour shortages in factories, rather than place them to receive training and 
mentoring. Students are effectively a cheap and available labour pool. 
ELC9: The nature of the internship is like a garment enterprise was lacking 30 
workers. It did not have enough workers. Institution sent the enterprise 30 
students. Enterprise received all of them to compensate for its labour shortage. At 
that time, the engagement of education and industry is like, ‘I lack workers, you 
have students, you send them to me, I pay you. In the case of having no students, 
I could not produce 200 products. But now, students can produce these 200 
products, I shared money with you’. 
 148 
However, if production managers observe potential in the students, they will 
recruit them to be FLMs after their graduation. 
IPM9: Normally, I keep my eyes on potential students who do an internship in 
our enterprise. For example, for the last internship, we observed 5–6 students 
doing an internship in our department. When my boss will ask to recruit new 
employees for our department, we can select them. 
Even where there is training and support for students, few students are willing to 
return to the enterprise after graduation. 
ICE3: For potential students, if they do the ‘real’ internship, it is not difficult for 
them to find a job at our enterprise. During this internship time, whoever is willing 
to learn and want to work with us, we already offered them a job after graduation. 
Because we really need them, if they really want to work in the garment industry, 
I told them, ‘you go back to institutions, finish your program, and then, we 
confirm a job for you in our enterprise’. However, there are few graduate students 
returning to our enterprise. In 20 students who graduated, there are about four 
students, so about 20% of them want to return and work with us. 
The internship is failing to support graduates to transition to the garment industry. 
Many students only visit the factories and receive a certificate of attendance without any 
engagement with the production process. 
ICE6: Almost all students are taken to go to every department in our enterprise. 
It consists of a production department, technical department, and cutting 
department ... When going to any department, they ask for documents. When the 
internship time is over, students have a complete set of materials from the 
beginning to the end of the production process. And then, students begin to make 
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the report required by institutions. But, the time for their internship to directly 
experience the real production process is too little; such internship is not effective. 
ELC9: When nearly finishing their internship, students asked, ‘Please give me 2 
days to make our report for our institution’. And enterprise permitted them to do 
reports. Honestly, there is not a useful practical experience accumulated for the 
future career of students during their internship. 
Another problem is the limited time provided for internships, which means that 
these are not long enough to be productive in terms of skill development. 
ICE3: If they study for 2 years in the institutions, they only do the internship at 
our enterprise for 20 days. Students will know little about the production process. 
This is the gap of engagement of education and industry in Vietnam currently. I 
feel very sorry for students, especially students to be FLMs or technicians. They 
come to enterprises to play but not to work. 
The period to accumulate practical experience, as in internship at enterprises, is 
limited, ranging from 1–2 months. Interns do not have enough time to accumulate 
knowledge and skills about their future job during the internship. 
EHF6: There is difficulty to the internship time of students because the internship 
is required for about six weeks out of the total program of 3 years. It means that 
students do not have enough time to practice to be a ‘real’ front line manager. It 
is necessary for a ‘real’ front line manager to have experience from the smallest 
things to the most comprehensive things to fulfil the production process. So, 6 
weeks of the internship is a great inadequacy. 
Once again, there is an absence of effective collaboration between training 
institutions and garment firms, and moreover, the government does little to support or 
enforce the effectiveness of internships. 
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EHF1: The government only introduces policies but does not have policies to 
require enterprises to execute their responsibility. For example, if the enterprises 
receive 10 or 20 students to do an internship, what responsibilities and benefits 
they will receive, and will they be rewarded or supported. While enterprises do 
not recognise the necessary support from government policies, enterprises waste 
a lot of time and efforts and budget to support students or institutions. Enterprises 
only train students when they have already recruited these students for them as 
employees. The reason is if they have trained students but could not use them; 
they would not have the peace of mind to train. The students have nothing to 
commit and to contribute to the enterprises after doing an internship; enterprises 
should not be keen on this kind of activity. Government policies exist but the 
implementation and control of those policies are almost loose. Therefore, it is very 
difficult for the institutions to bring advantages for students during the current 
internship. 
Enterprises want to collaborate with training institutions so that they can develop 
skills for students during their internship; however, institutional mechanisms from the 
education side do not allow them to strengthen this collaboration. 
EHF9: I taught at E University and instructed students to do the internship. Later, 
I could not instruct students’ internship because I suggested that the time for 
internship needed to be 16 weeks. Some advanced enterprises agreed and wanted 
to cooperate. They even wanted to receive students for a six-month internship with 
salary payment. But the institution did not agree and they only allowed 8 weeks. 
When I negotiated up to 12 weeks, the institution agreed to 12 weeks. But finally, 
the training department of our institution only allowed 8 weeks for the internship. 
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A lack of commitment and support provided to students by training institutions 
was observed. 
ICE9: Our instructors work for our enterprise; they cannot hold ‘hands in hands’ 
to show students carefully. They do not have enough time to finish their job how 
they can show students carefully. So, if students are lucky enough to meet good 
and kind instructors, they are instructed carefully; otherwise, it is very difficult 
for students to study something in their internship. 
FLMs do not have time to support interns at their enterprises. As a result, the 
majority of students must self-develop, self-observe and self-learn. 
ELC6: At enterprises, the main task of the front line manager is to ensure high 
productivity. If students are doing an internship at enterprises, they will impact on 
their productivity. They will be more or less obstructing the task of front line 
managers, although students do nothing wrong, but they are just following behind 
the front line managers. Students are very annoying and bothering for front line 
managers. 
ELC8: FLMs often are afraid that students will damage their products. A few 
enterprises let student sew in the sewing line. Unlike skilled workers who can sew 
thousands of details a day, students sew very slowly as they are not familiar with 
the production process. It may lead to decreased productivity and delay the 
schedule of time delivery of enterprises. So, they only assign tasks in trivial things, 
rather than let students experience the real production process. 
One claim from enterprises is that students are not active and have no clear 
purpose in undertaking their internship. 
ICE7: Students seem to act as ‘guest’. ‘Guest’ means that during the internship, 
students just look and observe others who are working in the sewing line. As 
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enterprises do not dare let them work as workers, they just follow the FLMs 
sometimes to look at the production process or students can sew about 1 or 2 
hours. Students will not study much about the deep problems happening in the 
sewing line and how FLMs deal with those problems. 
Simultaneously, enterprises are following the direction of investing in modern 
technology machines to improve productivity. However, productivity improvement also 
depends on upgrading workers’ skills. The problem is that institutions do not have money 
to invest in such modern technology to train graduates in these skills. As a result, 
graduates, and future managers are not receiving access to, and training in, the use of the 
latest technology for the industry. 
ELC1: Regarding technology application, on the side of garment enterprises, it is 
clear that employees now are using modern technology machines rather than 
outmoded ones. However, on the side of institutions, both lecturers and students 
do not catch up with this trend. Lecturers do not even know these machines, so 
how graduates can know them. They are surprised when looking at these 
machines. Institutions update technology too slowly, so enterprises often say, 
‘Technology in institutions is too old to train students to meet our enterprises' 
requirements’. As a result, graduates must be obviously retrained when they start 
working at enterprises. 
IPM9: With what we did at the workplace, institutions also taught their students 
but just at the beginning and basic levels. It means the technology trained by 
institutions is old-fashioned and not deep enough. If there is a ‘close and real’ 
engagement between institutions and enterprises, graduates are very good because 
they can master in both theoretical and practical knowledge. And they can replace 
the current front line manager in our enterprise without thinking. 
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Training institutions cannot afford modern equipment or machines. Without the 
technology, the training process fails to equip graduates with the skills to apply the latest 
technology. 
ICE1: Institutions will not have ‘strong financial conditions’ to invest in modern 
technology machines and equipment. Frankly speaking, institutions now use the 
old-fashioned machines and equipment to train their students to be front line 
managers. Meanwhile, students will be leaders of the sewing line but are trained 
on these old technology machines and equipment. When they are launching in the 
sewing line at the enterprises’ factory, they will certainly feel confused. As a 
result, no enterprise takes FLMs to manage the whole sewing line without 
knowing about the modern technology machine and equipment. 
Institutions are falling behind in terms of their access to modern technology. 
Placing students in enterprises is a way to ensure access to modern technology. 
ICE1: In general, the modern technology equipment and machines at institutions 
cannot be completely close to enterprises, because enterprises always update to 
new things. So, when engaging with enterprises, lecturers can have opportunities 
to experience, and students can access advanced technology. And then lecturers 
are also supported by the faculty to update knowledge about this modern 
technology. If not, it is possible for them to study at enterprises, or join short 
courses in Vietnam, or even abroad, to get to the updated latest technology that is 
close to the reality of enterprises. 
The government could subsidise enterprises to give or lease surplus machinery to 
training institutions. 
EHF9: Some machines in the sewing lines sometimes have faults like being dirty, 
wrinkled. But it will be great to be used for training purposes. Even enterprises 
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can leave such machines at enterprises and use a specific place for students to 
study. However, if receiving support from the policies of the government, I am 
sure that enterprises will do immediately. The government must have a policy for 
both institutions and enterprises to engage together. It can be if enterprises buy 
the second-generation machines, they can give the first-generation machines to 
institutions so that institutions can use them to teach students. 
One of the biggest barriers to collaboration is a commitment between training 
institutions and enterprises. Enterprises fear that, graduates may seek work elsewhere 
after graduation. 
ICE1: My enterprise receives students from institutions for training. Even we 
allow them full access to very important and sensitive tasks in the technical 
department of our enterprise. But after the training, the students try to leave us for 
all reasons, so we cannot retain them. It means that we train them with the unpaid 
fee for three months. 
ICE5: After the training process, students do not like to work with us anymore 
due to the current situations of fluctuating and scarce workforce in the garment 
industry. Meanwhile, there are no mechanisms to retain this workforce. Therefore, 
we will continue to train again and again, so the loop will make the enterprises 
bear a very high training cost. If our enterprise does not have proper policies to 
keep this workforce, it is hard for us to survive. 
There is no specific and clear plan for the collaboration between training 
institutions and enterprises. Training institutions need to be more active, because being 
the training unit that is their task. 
ICE6: Our enterprise is very open-minded, but there is no binding between 
institutions and enterprises about a specific plan during the collaboration. 
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Enterprises can help students to complete the tasks requested by institutions. 
There is no binding that students must come here within a specific time to finish 
this or that task. And there is no binding document that if institutions introduce 
students for internship, then students have to work for enterprises after graduation. 
As a result, enterprises prefer to recruit people who can work immediately without 
retraining. It is very difficult for graduates to access jobs that provide training. 
ICE1: Enterprises are not enthusiastic to recruit graduates because they like 
changing their job. My enterprise is seriously affected by them. Specifically, after 
my enterprise trains them, if other enterprises pay higher salaries, they 
immediately move to these enterprises. They have the right to do so because there 
is no regulation in the Vietnamese labour law preventing them from changing their 
job. In fact, although there is a commitment between employees and employers, 
no enterprise compensates them. 
6.3 Conclusion 
This chapter addresses the second research question ‘To what extent are TVET 
institutions collaborating with enterprises to improve skills requirements for FLMs in 
Vietnam’s garment industry?’ The data analysis reveals the lack of collaboration between 
TVET institutions and garment enterprises to develop skills for FLMs. Considering the 
specific characteristics of the garment industry and TVET institutions in the context of 
Vietnam, the engagement between the two key stakeholders demonstrates the existence 
of four barriers to collaboration. These include the absence of supportive government 
policies for collaboration, insufficient competencies of TVET institutions to support 
collaboration, mind-set differences between stakeholders preventing collaboration, and 
the failure of collaboration to support internships. The following chapter will discuss in 
detail the four necessary skills sets of FLMs and barriers to collaboration between TVET 
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institutions and garment enterprises, in line with recent studies, to develop those four 
necessary skills sets. 
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Chapter 7: Discussion 
7.1 Introduction 
The previous chapter presented the findings on the collaboration between TVET 
institutions and garment enterprises to improve skills requirements for FLMs in 
Vietnam’s garment industry. This chapter aims at answering the two main research 
questions of this study. First, research question 1 is, ‘What are necessary skills that FLMs 
require to fulfil their job in Vietnam’s garment enterprises?’ For this first question, our 
study identified 19 necessary skills of the FLMs in Vietnam’s garment industry 
categorised in four skills sets comprising technical, human, conceptual, and psychological 
skills. Second, research question 2 is ‘To what extent are technical–vocational education 
and training (TVET) institutions collaborating with enterprises to improve skills 
requirements for FLMs in Vietnam’s garment industry?’ For this second question, our 
study revealed four main existing barriers to the collaboration between TVET institutions 
and garment enterprises for developing skills for graduates. The detailed discussion for 
each question will be presented in the next two sections. 
7.2 What are Necessary Skills That FLMS Require to Fulfil Their Job 
in Vietnam’s Garment Enterprises? 
The purpose of this section is to find the answer to research question 1 of this 
study: ‘What are necessary skills that FLMs require to fulfil their job in Vietnam’s 
garment enterprises?’ Owing to the lack of studies on specific skills of FLMs in the 
garment industry in the literature, our approach is first to identify skills required by 
managers in general (regardless of the sectors) to have an overview of skills sets that 
managers need to possess to fulfil their job. Next, we considered studies on skills required 
for managers in the Vietnamese context. Finally, we narrowed down to the specific level 
of skills of FLMs in Vietnam’s garment industry. 
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• Skills required by managers 
From the literature review, we found many frameworks for identifying the 
required skills for managers. For example, Stasz (2001) classified skills into four broad 
skill sets: academic or cognitive skills; generic skills; technical skills; and soft skills. 
According to Di Gropello et al. (2011), functional skills that employees need to possess 
to be employable and to support firms’ competitiveness and productivity are classified 
into three skills sets: generic skills, technical skills, and academic skills. Similarly, Katz 
(2009) also categorised the skills of managers into three skills sets: technical skills, 
human skills, and technical skills. DuBrin (2011) classified skills into five skills sets: 
conceptual skills, psychological skills, technical skills, diagnostic skills, and political 
skills. 
Although different authors categorise skills into three to five skill sets with various 
names and definitions, the purpose of these previous researchers is the same, that is, 
identification of skills in specific, suitable skill areas. Three key skill sets identified by 
Katz (2009) are used as the framework for this study because these skills sets cover 
adequately the necessary skills of FLMs. These skill sets are conceptual skills, human 
skills, and technical skills. 
In particular, Kumah, Ankomah and Antwi (2016) conducted one of the first 
studies to examine the skills of FLMs in the healthcare sector. They showed that the role 
of FLMs requires developing both hard and soft skill sets. The 11 skills that FLMs require 
in the workplace were identified as: 
• technical competencies, 
• effective communication, 
• ability to coach staff through change, 
• problem-solving skills/conflict management, 
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• effective team building and team leadership, 
• work scheduling, 
• human relations, 
• networking skills, 
• effective listening, 
• capacity to cope with change, and 
• securing stakeholder commitment. 
• Skills required by managers in Vietnam 
Few studies have addressed the required managerial skill sets in the context of 
Vietnam. The study of Bodewig et al. (2014) is one of the few that addressed the 
managerial workforce’s skill set in Vietnam, and they identified three broad skill 
requirements: cognitive skills; social and behavioural skills; and technical skills. They 
adopted the STEP Employer Survey from the World Bank to identify 11 skills for both 
blue- and white-collar workers, including managers, professionals, technicians and 
associated professionals, in the context of Vietnam. These generic skills identified were 
as follows 
• teamwork, 
• problem-solving skills, 
• critical and creative thinking, 
• communication, 
• foreign language, 
• time management, 
• ability to work independently, 
• leadership and adaptability, and 
• computer skills. 
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Nankervis et al. (2016) investigated the skills shortages in Vietnamese 
organisations. Their study provided a literature review followed by an e-survey 
questionnaire supported by the Australian Human Resources Institute and Vietnam 
Chamber of Commerce and Industry (VCCI) to examine the skills shortage and HRM 
competencies in Vietnam. The strength of this study was that it examined a wide set of 
Vietnamese organisations from small and medium to large enterprises and across public, 
local private, and multinational enterprises. It is emphasised that employee training and 
development require a closer relationship between training providers and enterprises. If 
not, there would be skills shortfalls in manpower quantity and quality that would severely 
affect the ability of the economy to grow. This study is one of the few that identified the 
necessary skills of not only professional but also technical, staff in the contemporary 
Vietnam context. They identified nine broad required skill sets: 
• communication skills, 
• leading team, 
• problem-solving/critical thinking, 
• technical, 
• capacity to support and develop employees, 
• recognising good or bad performance, 
• competency in planning and evaluating work, 
• understanding different backgrounds and cultures, and 
• decision-making skills. 
These generic studies were not industry-specific, and few studies examine the 
skills required within a specific industry context, especially for the nationally important 
garment industry (T. T. Tran, 2013b; Trung & Swierczek, 2009). 
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• Skills required by FLMs in Vietnam’s garment industry 
FLMs play a key role in the garment industry because the majority of enterprises 
in Vietnam’s garment industry still rely on the traditional CMT production mode. With 
this traditional production mode, cost, time delivery, and productivity are the three key 
requirements bringing competitive advantages to the sector. However, this production 
mode heavily depends on labour-intensive processes to meet production requirements. 
FLMs are at the heart of organising and coordinating production in this process to meet 
deadline, cost and productivity targets. They are responsible for managing the labour 
workforce to achieve these three key requirements. Despite the importance of the garment 
industry to Vietnam’s economy and the centrality of FLMs to the operations of the 
garment industry, to date, no studies have examined the skill sets required by FLMs in 
this sector. Thus, this study is considered the first to explore the necessary skills of FLMs 
in Vietnam’s garment industry based on the perspective of both educational and garment 
sectors. 
As mentioned in the previous section, there is a lack of literature that analyses the 
required skills for FLMs in the garment industry. To be able to take the first step of the 
identification of necessary skills for this cohort of FLMs, official documents issued by 
the MOLISA were analysed. The first document is the NOSS for the garment industry 
(MOLISA, 2008). This NOSS document supplied a list of job descriptions in the garment 
industry with 95 codes associated with the requirement of occupational skills in five 
classes. However, this document supplied information about each specific job description 
in each job group but did not focus on each specific job position in the garment industry, 
for example, the job position of FLMs, separately. Meanwhile, the second document is 
the so-called ‘occupational analysis diagram’ (MOLISA, 2001). This job analysis 
diagram document focused on the specific job position of FLMs with each particular job 
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description. However, it did not mention specific technical skills of FLMs and also related 
skills that accompany technical skills so that FLMs can fulfil their job. 
In short, it is argued that each industry will have its separate skills set and even 
within the industry, each occupation will have different skills sets. Narrowing down to 
the specific context of the job position of FLMs in the garment industry in Vietnam; little 
is known regarding the necessary skills of FLMs. In this study, 19 specific skills of FLMs 
were identified, categorised into four main necessary skills sets comprising technical, 
human, conceptual and psychological skills sets. Apart from defining each skill, this study 
also explained how and why each skill is important in the garment industry (see Section 
5.3 of Chapter 5). The next sections will demonstrate the connection among skills in each 
skills set, so that FLMs can fulfil their job in Vietnam’s garment industry. 
7.2.1 Technical skills set 
Technical skill implies an understanding of, and proficiency in, a specific kind of 
activity, particularly one involving methods, processes, procedures, ore 
techniques. It is relatively easy for us to visualise the technical skill of surgeon, 
the musician, the accountant, or the engineer when each is performing his own 
special function. Technical skill involves specialised knowledge, analytical ability 
within that specialty, and facility in the use of the tools and techniques of the 
specific discipline. (Katz, 2009, p. 7) 
In terms of the garment industry, the first necessary skills set that a FLM needs to 
possess is the technical skills set. The garment industry itself requires high-premium 
technical skills set from FLMs in comparison with other industries so that they can receive 
the trust and respect for their expertise from their colleagues, who would then cooperate 
and support them without any doubt. They cannot become FLMs in the garment industry 
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without this technical skills set. In addition, this technical skills set is a significant 
challenge for new employees working in the position of FLMs in the garment industry. 
In the garment industry, FLMs are considered the technical and spiritual leaders 
of their sewing line. They need to be good at the sewing-machining skill to evaluate what 
is right or wrong in each sewing stage of a product so that they can mentor and train 
their workers. In addition, they need to possess reading comprehension skills to 
understand technical specifications to allocate their workers as appropriate for the pace 
of production of their sewing line. Finally, they need to possess production and time 
management skills to calculate the inventory and input needs to fulfil the plan of the time 
delivery and productivity of their enterprise. 
7.2.2 Human skills set 
Human skill is the executive’s ability to work effectively as a group member and 
to build cooperative effort within the team he leads… This skill is demonstrated 
in the way the individual perceives (and recognizes the perceptions of) his 
superiors, equals, and subordinates, and in the way he behaves subsequently. 
(Katz, 2009, p. 8) 
The second necessary skills set of the FLMs is human skills. Owing to the 
characteristics of the garment industry, it depends heavily on labour-intensive methods 
and closely connects to a variety of departments to complete the final products. FLMs 
need to be good at human skills to cooperate well with other colleagues, to facilitate their 
colleagues and themselves to fulfil their jobs. As part of their job requirements, FLMs 
must contact a variety of people with a variety of personalities. They need to understand 
the characteristics of each member in their sewing line and have an appropriate approach 
to deal with them individually. Specifically, they need communication skill to maintain 
the existing relationship and build new relationships, so that they can improve the ability 
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to work in a team effectively. Further, they need to possess sound information-conveying 
skills to transfer information clearly to their colleagues to receive proper support from 
them. Finally, they need to possess leadership skill to lead their workers working in 
disciplines regulated by the enterprise. 
7.2.3 Conceptual skills set 
Conceptual skill involves the ability to see the enterprise as a whole; it includes 
recognizing how the various functions of the organization depend on one another, 
and how changes in any one part affect all the others; and it extends to visualizing 
the relationship of the individual business to the industry, the community, and the 
political, social, and economic forces of the nation as a whole. (Katz, 2009, p. 18) 
The third necessary skills set of FLMs in the garment industry is conceptual skills. 
FLMs are in charge of managing their sewing line effectively to achieve targets 
established by the board of directors. Their conceptual skills affect their colleagues and 
the environment of the production process. FLMs need to possess conceptual skills to 
control and improve the production process. 
In terms of conceptual skills set, first, FLMs need to possess production planning 
skill to understand the progress of the garment orders that are being produced in their 
enterprises. From here, they can predict problems and then can solve problems in the 
production process in time. Further, they can display innovative thinking to optimise the 
manufacturing process and to provide increased benefits to their enterprise. 
7.2.4 Psychological skills set 
Finally, the fourth necessary skills set is psychological skills. Together with 
technical skills, human skills, and conceptual skills, the psychological skills set is crucial 
for the FLMs to know how to behave well and win people’s hearts, maximising the 
capacity of each member in the sewing line. FLMs need to understand and unite members 
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in the sewing line to achieve the targets of their sewing line and enterprise. Similar to the 
technical skills set, the psychological skills set is a new skill for Vietnam’s garment 
industry and a contribution of this study to the literature. It seems to be the necessary 
skills set of FLMs in particular and other levels of managers in general 
To be able to manage their sewing line well, FLMs must first understand 
themselves and have a sense of responsibility to be able to understand each member in 
their sewing line. With the daily working contact, FLMs need to have seeking feedback 
skill to show empathy with the workers’ situation and respect them to treat them fairly. 
In addition, FLMs need to know how to motivate their workers so that every member in 
the sewing line unites and serves for the common purpose of enterprise development. 
While this section has identified the necessary skills sets of FLMs in the garment industry, 
the next section will investigate the extent to which TVET institutions collaborate with 
garment enterprises to develop those skills sets. 
7.3 To What Extent are Technical–Vocational Education and Training 
(TVET) Institutions Collaborating with Enterprises to Improve Skills 
Requirements for FLMS in Vietnam’s Garment Industry? 
This section answers research question 2 of this study: ‘To what extent are 
technical–vocational education and training (TVET) institutions collaborating with 
enterprises to improve skills requirements for FLMs in Vietnam’s garment industry?’ 
Recent studies from Nghia (2017a, 2018a), L. H. N. Tran (2018), T. T. Tran (2013b, 
2014b, 2016) and Trung and Swierczek (2009) investigated the gap between training by 
the education sector and needs of society regarding graduates’ employability but with an 
emphasis on Vietnamese higher education. They suggested conducting further studies to 
investigate the collaboration between universities and industry. In response, Tuyet (2016) 
focused on the connection between higher education and industry to improve education 
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outcomes for Vietnam. This study is one of the few studies focusing on the mismatch in 
skills supplied by TVET institutions and demanded by the garment industry in Vietnam. 
It is the first study to investigate the collaboration between TVET institutions and garment 
enterprises to develop skills for the core current human resources in Vietnam’s garment 
industry, ‘the to-be FLMs’. 
In terms of extending the situated learning theory, by investigating the 
collaboration between TVET institutions and garment enterprises, the findings of this 
study can extend this theory via barriers to the community of practice with three missing 
aspects identified. First, the situated learning theory of Lave and Wenger (1991) ignores 
the importance of politics or power relations in its internal community of practice and its 
external relationship with the wider context (Fuller et al., 2005). Second, a consideration 
of the role of trust and openness among various internal departments of the organisation 
and the relevant community is missing in this situated learning theory (Fuller et al., 2005). 
Third, this theory lacks consideration of culture, such as chronological, economic and 
ideological practices that influence the learning process (Bishop et al., 2006; Karen, 
2015). These three challenges act as potential barriers to the learning process. 
In the context of Vietnam, the engagement between training institutions and the 
garment industry is not supported through formal processes. Although educational 
institutions and industry are both attempting to engage, this engagement is perfunctory. 
This study reveals that barriers to consultation and engagement include government 
power; lack of trust; and internal community of practice influencing the engagement of 
education and industry. 
In this study, we found that although TVET institutions and garment enterprises 
have been collaborating during the transition period, the collaboration process is in the 
initial stage. Many barriers severely restrain the collaboration between TVET institutions 
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and garment enterprises to develop necessary skills for the cohort of FLMs. Our study 
revealed four main barriers to the collaboration between those two key stakeholders. 
Importantly, our study pointed out the underlining reasons that such barriers exist from a 
variety of view angles, including the absence of supportive government policies for 
collaboration, insufficient competencies of TVET institutions for collaboration, mind-set 
differences between stakeholders preventing collaboration and the failure of collaboration 
to support internships. The succeeding sections will discuss in detail the barriers to the 
collaboration between the two key stakeholders for developing skills for graduates who 
will become FLMs. 
7.3.1 Absence of supportive government policies for collaboration 
The findings of this study demonstrated that training institutions and enterprises 
at present complain they have not received satisfactory support from the government to 
develop effective engagement practices. Training institutions and garment enterprises are 
reluctant to participate, even though both stakeholders recognise the mutual benefits of 
engagement. The government strictly controls and manages training institutions, and 
invisibly creates barriers between training institutions and garment enterprises in 
developing skills for FLMs. 
The recent studies of Harman and Bich (2010), L. H. N. Tran (2018), T. T. Tran 
(2014b) and Tuyet (2016) pointed out that strict government control resulted in challenges 
for training institutions in collaborating with industry. Specifically, L. H. N. Tran (2018) 
highlighted that ‘frigidity of the curriculum caused by the tight control in a centralised 
education system of the government is one of the biggest challenges for Vietnamese 
universities to improve the quality of their graduates’ (p. 309). Moreover, Tuyet (2016) 
demonstrated that ‘Vietnamese higher education that is under tight control in a centralized 
educational system is still struggling to find ways to improve the training quality and to 
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address the new needs of the contemporary market’ (p. 37). Her study indicated that the 
Vietnamese government had realised that a mismatch exists in skills supplied by the 
education system and those needed by the labour market in the current transitional 
economy. Recent studies recommended close and effective engagement between 
universities and employees to bridge this skills mismatch. 
To find the answer to this skill mismatch, through collaboration between TVET 
institutions and garment enterprises, our study found an absence of supportive policies 
from the government, which affects training institutions and enterprises in different ways. 
 Training institutions 
First, most of the training institutions are currently under the management of the 
government through MOET or MOLISA. Training institutions are passive and have no 
independence or authority to address the pressing issues of the curriculum to develop 
necessary skills for their learners. Further, training institutions cannot collaborate with 
enterprises under regulations imposed by the government through MOET and MOLISA. 
The majority of institutional organisations in this study do not know the requirements of 
enterprises. Knowing these requirements would allow the institutions to determine their 
learning outcomes clearly and then update and develop their curriculum as appropriate to 
the current needs of enterprises. 
Second, training institutions are dependent on government funding, and hence, 
they do not press for change and are passive and slow to innovate. Inertia seriously affects 
the development of training institutions. Their priority is to receive funding and to do this 
they must meet the requirements of the government, instead of training objectives or 
needs of graduates and industry. 
Third, training institutions do not have autonomy in developing the curriculum or 
changing the training processes. The government has recognised shortcomings in its 
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current management of the education system and has introduced changes. From 2017, for 
TVET institutions, there has been a transformation in the vocational education training 
system in Vietnam. Specifically, all colleges and vocational education training 
institutions are under the direct management of MOLISA. It is one of the first steps from 
the Vietnamese government to improve the education system. However, this change is 
still at the level of ‘trial and error’. An issue is how the government effectively supports 
improvement in the training system, especially in terms of quality and by engagement 
with industry. 
The findings in this study were in line with those of T. T. Tran (2014a). Since 
training institutions have no autonomy to address urgent issues, they are slow to 
collaborate with garment enterprises. Consequently, training institutions are not 
successful in addressing the skill gap to improve the employability of graduates. T. T. 
Tran (2014a) and Hayden and Lam (2007) explained that because of socialist orientation, 
especially self-governance, training institutions in Vietnam could not act independently. 
The government still determines crucial matters including ‘curriculum framework, 
enrolment quota for each institution, training programs, and also tuition fees and 
expenditure norms’ (T. T. Tran, 2014a, p. 78). 
 Enterprises 
Garment enterprises are a direct stakeholder through employing skilled labour 
provided by training institutions. While they are willing to support training institutions in 
developing skills for students, they cannot directly take part in training activities to 
improve the quality of graduates. Garment enterprises continue training staff by 
themselves without any engagement with training institutions. Current government 
procedures are too rigid and outdated for both the education sector and industry. 
 170 
Important elements, such as the engagement of training institutions and enterprises that 
can bring tangible results, are not implemented thoroughly. 
Nghia (2018a) showed that external stakeholders, including industry, tended to 
engage with private institutions rather than public institutions. Extending the work of 
Nghia (2018a), this study found that one reason for the lack of collaboration between 
TVET institutions and garment enterprises is the absence of supportive government 
policy. Three reasons explain the absence of such a policy. 
• Lack of sanctions and evaluation mechanisms 
Although policies supporting the collaboration between institutions and 
enterprises are in place, there is no mechanism to assess or evaluate how those policies 
can be implemented or improved. The current collaboration between education and 
industry occurs under the mechanisms of ‘asking and giving.’ ‘Asking’ is that training 
institutions are begging for the opportunities of skills development of students. ‘Giving’ 
is that training institutions are depending on an enterprise’s kindness for support. 
• Lack of a clear orientation of government for the development of the 
education system 
Another reason is the absence of a clear direction for the development of the 
education system. In 2017, there was a transition in the vocational education training 
system where colleges and vocational training institutions were placed under the 
management of MOLISA. However, a specific roadmap for transition is still to be 
developed. There remains no guiding orientation for developing vocational training 
activities. Consequently, MOLISA has not established clear learning outcomes. To 
effectively develop vocational skills, there must be a NOSS for each job position in each 
industry. However, the current NOSS of Vietnam is very general. 
• Lack of training objectives for training institutions 
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To develop collaboration between education and industry, TVET institutions need 
to establish clear training objectives. However, during the transitional period from MOET 
to MOLISIA at the level of colleges and TVET institutions, the government and MOLISA 
have not stipulated clear guiding training objectives. Consequently, institutions cannot 
accurately determine the learning outcomes of each training course, and then for each 
subject and finally each lesson. Without these learning outcomes, institutions cannot 
determine actions they must take to supply the necessary knowledge and skill segment 
for students. TVET institutions without clear training objectives cannot collaborate with 
enterprises for skills development of their cohort of graduates. It is one of the reasons 
why graduates cannot find jobs. 
7.3.2 Insufficient competencies of TVET institutions to support collaboration 
Another barrier in the collaboration between TVET institutions and garment 
enterprises identified in this study is the insufficient competencies of training institutions 
to effectively support collaboration. There currently is a lack of competencies in TVET 
institutions to train this FLM cohort. 
Training institutions do not have training programs that address the needs of 
garment enterprises to train this FLM cohort. Moreover, training institutions often do not 
possess the skilled staff or resources (especially advanced garment machinery) to provide 
effective, up-to-date, and relevant training for the industry. As a result, it is difficult to 
attract trainees since the jobs are not well paid, have low standing and involve difficult 
work. Training institutions only provide a general training program to provide graduates 
a range of skills to cover a variety of positions in the garment industry. When students 
are trained broadly, they cannot develop skills in depth and inevitably, graduates must be 
trained in enterprises after graduation. 
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This finding is consistent with the findings of Nghia (2017b) and T. T. Tran 
(2014b) regarding the insufficient capacities of training institutions to collaborate with 
the labour market to enhance the employability of graduates. While students seriously 
lack necessary skills for their future work, what they need is hands-on experience and 
knowledge on practical skills used in the production process from guest lecturers. T. T. 
Tran (2014b) explained that the higher education system in Vietnam in the transition 
period has been struggling with the inadequacy of teaching staff. Moving further, Nghia 
(2017b) pointed out that whereas lecturers who had industrial experience did not teach 
generic skills as required by the curriculum, other lecturers without industrial experience 
were teaching generic skills through knowledge accumulated from different channels, 
such as books, media and their consultant activities with enterprises. 
The finding indicated three main reasons that impede the capacity of TVET 
institutions to supply the required skills to graduates for the garment industry. First, 
lecturers did not possess enough practical knowledge to update their curriculum to reflect 
contemporary developments in the sector. The most challenging condition in developing 
skills for graduates is the limited capacity of lecturers in terms of having access to, and 
knowledge of, the garment sector. Theoretical knowledge is useful, but vocational and 
technical skills are also required. Second, institutions do not evaluate the performance of 
lecturers or reward performance, thus contributing to the stagnation of the curriculum and 
learning processes. The challenges are exacerbated by the high workloads and limited 
interaction with the garment sector. Third, the use of external lecturers from industry was 
limited and was not supported by training institutions. 
7.3.3 Mind-set differences between stakeholders preventing collaboration 
The findings reported that mind-set differences exist between institutions and 
enterprises regarding collaboration. Although training institutions and enterprises can 
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observe the mutual benefits of their engagement, the current link between them has not 
been strong and effective. Data analysis showed that in the view of institutions, they do 
not perceive goodwill from enterprises. Only when enterprises need human resources do 
they collaborate with institutions. Otherwise, there is no engagement between them. 
Enterprises are perceived to be oblivious and unwilling to collaborate since the training 
quality and capacity of institutions are limited and do not meet enterprise requirements. 
Therefore, owing to mind-set differences between both stakeholders, efforts for 
collaboration between education and industry cannot bring effective results. 
The findings in this study are in line with those of Tuyet (2016). Her study 
revealed that both the employment market and higher education system in Vietnam have 
been experiencing a transitional period, which is moving from ‘the centrally planned to 
the driven market economy’. This transition process resulted in ‘the poor communication, 
and the lack of understanding between the two creates more frustration for recent 
graduates’ (Tuyet, 2016, p. 38). She indicated that the engagement between education 
and industry to develop skills for graduates in Vietnam is at the early stage and explained 
that deficiency of communication hinders the engagement between the two stakeholders. 
L. H. N. Tran (2018) argued that higher education institutions and employers are 
blaming each other for the skills deficiencies of graduates. His study suggested that close 
connections between education, industry, and students can solve the complicated 
problems of skills mismatch. In addition, Nghia (2018b) suggested that leaders in the 
tertiary education sector could use effective leadership to improve lecturer expertise and 
create incentives and management tools to support lecturers with teaching activities and 
assessing skills activities. 
The present study suggests that efforts from each isolated stakeholder are still not 
enough to solve the complicated problems of the skills gap in the transitional environment 
 174 
of Vietnam. Apart from the fact that key stakeholders, including training institutions, 
industry and government, need to recognise their drawbacks in fixing this gap, 
importantly, those key stakeholders need to acknowledge the barriers towards mutual 
engagement. 
One possible explanation for mind-set differences in the collaboration between 
garment enterprises and training institutions is the conflict of interest between 
stakeholders. Institutions and enterprises both desire to receive benefits during the 
collaboration. Mutual benefits bring them together. However, it can be observed that since 
enterprises cannot perceive benefits in building collaboration with institutions, especially 
as regards possessing skilled human resources, they do not collaborate with institutions. 
For training institutions, they also need to receive benefits through collaboration 
with enterprises to maintain their institutions’ operation, such as the available modern 
manufacturing and facilities, financial funding, updated technology, and practical 
production experience. These benefits would improve the effectiveness of training of 
these institutions, leading to their attracting more students and to expanding their 
collaboration with other enterprises, for obtaining more opportunities to improve the 
internal resources of their training institutions. 
Another possible explanation for the lack of engagement between institutions and 
enterprises is the lack of trust of industry in the quality of graduates from institutions. 
Both stakeholders lack trust in the ability to collaborate effectively or to adhere to 
consultative arrangements. For both, collaboration is the exception, not the norm, and 
unless forced to do so, they are unlikely to cooperate. 
7.3.4 Failure of collaboration to support internships 
Internships are one of the rare official processes connecting institutions and 
enterprises to support students for entry into the industry. Since the current curriculum 
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has drawbacks in supplying necessary skills and practical experience for graduates, the 
internship is one of the useful activities facilitating graduates’ skill acquisition to meet 
the needs of employers. However, this study’s findings showed that the internship has 
numerous limitations affecting its operational effectiveness. There is no effective 
collaboration between training institutions and enterprises to provide the most favourable 
conditions for students to have a rewarding experience for their future work. 
Tuyet (2016) showed that collaborative activity between higher education and 
industry via internship is not considered ‘a strong and sustainable’ collaboration to 
develop skills for work ready for graduates. Tuyet (2016) found that from an education 
perspective, enterprises did not actively engage with institutions in collaborative 
activities. However, from the enterprises’ perspective, they are open to strengthening 
collaboration with educational institutions via the internship activity of a student but 
receive poor communication from the institutions. Enterprises did not understand the 
purpose of this type of activity of internship. 
Data analysis from this study suggests that the effectiveness of the internships and 
the responsibility for skill development is rarely addressed. For training institutions, while 
the internship is an effective means to quickly integrate students into their future work, 
the institutions do not have the power to request favourable conditions for their students 
to experience the production process and acquire skills. Students are sent to 
establishments where training institutions have contacts. Since there is no onus on the 
enterprises to train or provide skills, the internships become a process that requires service 
in the enterprise for a period without evaluation of skill development. 
The recent studies of Bilsland, Carter and Wood (2019), Nghia and Duyen (2019) 
and Nghia and My Duyen (2018) indicated that the majority of training institutions did 
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not receive support from enterprises during student internships. This study identified three 
reasons for the ineffectiveness of internship activity. 
The first explanation for this ineffectiveness of the current internship program is 
that training institutions and garment enterprises do not have a common plan to develop 
and evaluate internships. The research indicated that in reality, enterprises and training 
institutions have different tasks and functions in their daily activities. For garment 
enterprises, everything must depend on ‘the progress of production plan’ to maintain the 
operating system of their enterprises. For training institutions, everything must depend on 
teaching and training plans to provide human resources for enterprises. Stakeholders often 
cannot sit together at the initial planning stage of the collaboration process. 
Another possible explanation for the ineffective internship program is that 
enterprises have no official commitment to training institutions in retaining those students 
after graduation. Enterprises often worry that even after fully supporting students in their 
internship, it is not guaranteed that students will return to work for the enterprise after the 
internship. This study reported that they are just collaborating at the level of the ‘surface’ 
relationship and taking advantage of each other without systematic and long-term 
engagement. While management may endorse collaboration and internships, the staff at 
lower levels are often not informed or involved in the process, and thus, operationally 
internships tend to fail because of indifference on both sides. 
In addition, the difference in technology used in enterprises and at training 
institutions affects the collaboration between institutions and enterprises. The rapid 
development of information technology means that to remain competitive, enterprises 
now focus on using modern technology machines rather than the outdated ones used in 
training institutions. This study indicated that institutions use outdated technology and 
are not equipped to support effective learning and teaching processes suitable for industry. 
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7.4 Conclusion 
This chapter contributed to extending the understanding of the required skills of 
managers in the garment sector, identifying four key skills sets. The most important skills 
set is technical skills, since they are considered core and compulsory skills that any FLM 
needs to possess to be able to work in the garment industry. The other important skills 
sets are human skills, conceptual skills, and psychological skills. Although the necessary 
skills of FLMs can be categorised into four skills sets, these need to be combined so that 
FLMs can thoroughly fulfil their jobs in the garment industry. Based on the necessary 
skills identified, this chapter also revealed that there was a lack of engagement of 
education and industry to develop skills for FLMs in the context of Vietnam. In particular, 
four main barriers to collaboration between TVET institutions and enterprises exist: the 
absence of supportive government policies for collaboration; insufficient competencies 
of TVET institutions to support collaboration; mind-set differences between stakeholders 
preventing collaboration; and the failure of collaboration to support internships. This 
chapter contributed to extending the situated learning theory in addressing the missing 
aspects of collaborative challenges in its internal community of practice and its external 
relationship with the wider context (Fuller et al., 2005). The following chapter will clarify 
the theoretical and practical contributions of this study to the skills development literature 
and to the situated learning theory. Next, it will provide implications of this study before 
taking into consideration the limitations of the study and further research directions. 
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Chapter 8: Conclusion 
8.1 Introduction 
The previous chapter discussed the findings linked to the two research questions 
with reference to prior literature. The first research question is, ‘What are necessary skills 
that front line managers require to fulfil their job in Vietnam’s garment enterprises?’ The 
second research question is, ‘To what extent are technical–vocational education and 
training (TVET) institutions collaborating with enterprises to improve skills requirements 
for front line managers in Vietnam’s garment industry?’ This concluding chapter is 
structured as follows. After reflecting on the theoretical and practical contributions of this 
study, this chapter interprets implications of necessary skills sets of FLMs and barriers to 
the collaboration between education and industry for the three key stakeholders in the 
garment industry: TVET institutions, garment enterprises, and the government. Next, it 
examines research limitations before suggesting further research that arises from this 
study. 
8.2 Theoretical Contribution 
In terms of theoretical contribution, the findings of this study contribute to the 
body of knowledge in three areas: understanding the skills of managers, understanding 
the collaboration process between education and industry in the skill development 
process, and developing the situated learning theory reviewed in Sections 3.3, 3.5 and 3.6 
of Chapter 3. This study supports a greater understanding of those three aspects within 
the specific context of Vietnam via its two key stakeholders: TVET institutions and 
garment enterprises as mentioned in Section 2.2 and 2.3 of Chapter 2. 
8.2.1 Contribution to the literature on the skills of managers 
This section is structured as follows to present this study’s contribution to the 
literature on skills sets of managers, owing to the lack of studies on skills of FLMs in the 
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garment industry. First, the comprehensive skills sets of FLMs identified from this study 
are listed. Next, the skills of managers identified from the literature are considered. 
Finally, a comparison is performed of skills identified from this study and from the 
literature to indicate the new skills identified in this study, thus contributing to the 
literature. 
 Comprehensive skills sets of FLMs in the context of Vietnam’s garment 
industry 
This study contributes to the literature on the comprehensive skills set of FLMs 
in the garment industry and in the context of Vietnam. It identified 19 specific skills that 
FLMs need to fulfil their job in the garment industry, which were categorised into the 
four skills sets presented in Section 5.3 of Chapter 5. 
 Confirmation of the skills of managers from the literature 
The four necessary skills sets identified in this study confirm skills that were 
identified in the general literature on managerial skills as those that managers require. 
Generic skills of managers were explored from previous studies from a variety of different 
sectors in a variety of contexts. In this study, necessary skills of managers were identified 
in the context of Vietnam’s garment industry. It confirms the skills that were identified 
from previous general managerial studies, from the Vietnamese context and from the 
garment sector, as reviewed in Section 3.3 of Chapter 3. Those skills that were identified 
from the studies of Yukl (2010), Kumah et al. (2016), Bodewig et al. (2014) and 
Nankervis et al. (2016) were confirmed and rearranged in Table 8.1. 
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Table 8.1 
Necessary Skills of Managers Identified in the Literature 
 
# Skills Sets Specific Skills for 
Managers 
Authors 
2. Human skills set Communication skill Kumah, Ankomah and Antwi (2016) 
Bodewig, Badiani-Magnusson and 
Macdonald (2014) 
Nankervis, Verma and Montague (2016) 
Yukl (2010) 
Teamwork skill Kumah, Ankomah and Antwi (2016) 
Bodewig, Badiani-Magnusson and 
Macdonald (2014) 
Leadership skill Kumah, Ankomah and Antwi (2016) 
Bodewig, Badiani-Magnusson and 
Macdonald (2014) 
Nankervis, Verma and Montague (2016) 
3. Conceptual 
skills set 
Problem-solving skill Kumah, Ankomah and Antwi (2016) 
Bodewig, Badiani-Magnusson and 
Macdonald (2014) 
Nankervis, Verma and Montague (2016) 
Production planning 
skills 
Kumah, Ankomah and Antwi (2016) 
Bodewig, Badiani-Magnusson and 
Macdonald (2014) 
Nankervis, Verma and Montague (2016) 
Innovative thinking 
skill 
Kumah, Ankomah and Antwi (2016) 
Bodewig, Badiani-Magnusson and 
Macdonald (2014) 
Nankervis, Verma and Montague (2016) 
4. Psychological 
skills set 
Empathy with 
employees 
Yukl (2010) 
Motivation Nankervis, Verma and Montague (2016) 
Yukl (2010) 
Seeking feedback Kumah, Ankomah and Antwi (2016) 
 Yukl (2010) 
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 Contribution of this study to the skills literature 
The first contribution of this study to the literature on skills of managers is the key 
position of technical skills set, especially in the garment industry. As discussed in Section 
7.2 of Chapter 7, technical skills differ from industry to industry, since technical skills 
are the job-specific skills required to fulfil a specific kind of occupation in the specific 
industry. In terms of the garment industry, the NOSS has listed skills requirements for 
job groups required in the garment industry. However, the NOSS has not mentioned the 
necessary skills of FLMs in detail. Further, the occupational analysis diagram has 
mentioned the specific tasks of FLMs in the garment industry. However, this diagram has 
not documented the fundamental skills sets that FLMs need to have to fulfil their job in 
the garment industry. In the scope of this study regarding the job of FLMs of the 
manufacturing department in Vietnam’s garment industry, the technical skills set 
identified in this study is considered an extension of the literature on core management 
skills, and an addition to the documented skill sets for the industry. In other words, the 
study contributes to the NOSS and the occupational analysis diagram by identifying the 
technical skills set of FLMs in the garment industry. The second contribution is in the 
area of human skills set, with a new skill that emerged in this study being the information-
conveying skill. The third contribution to the conceptual skills set is the skill identified in 
this study, the problem-detecting skill. The fourth contribution is to the psychological 
skills set; the three new skills identified were the sense of respect, self-understanding, and 
sense of responsibility. The additional skills identified are summarised in Table 8.2. 
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Table 8.2 
New Skills of FLMs Emerging From This Study 
# Skills Sets New Skills for Managers Identified in This Study 
1. Technical skills set 
• Sewing-machining 
• Allocation and production sequencing 
• Production and time management 
• Reading comprehension 
• Training and mentoring 
2. Human skills set • Information-conveying 
3. Conceptual skills set • Problem-detecting 
4. Psychological skills set 
• Sense of respect 
• Self-understanding 
• Sense of responsibility 
8.2.2 Contribution to the literature on the collaboration of education and industry 
towards skills development in Vietnam 
Findings of this study mentioned in Section 6.2 of Chapter 6 identified the lack of 
collaboration between TVET institutions and garment enterprises in developing skills for 
FLMs in Vietnam context. This study contributes to the literature on the collaboration of 
education and industry reviewed in Section 3.5 of Chapter 3 by identifying four main 
barriers in the collaboration between two key stakeholders as follow. 
 Absence of supportive government policies for collaboration 
Findings of this study highlighted that a barrier to collaboration originated from 
the rigid government procedures for both education and industry sectors. Effective 
collaboration between these sectors can bring tangible results for TVET institutions, 
garment enterprises, and graduates. However, there is no support through policies from 
the government. Existing government policies or incentives do not cover the most 
pressing needs of TVET institutions and enterprises in developing skills for graduates. 
Existing policies are more ideas and concepts, rather than having relevance in practice. 
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There are currently no mechanisms for assessment and enforcement via policies issued 
by the government, and stakeholders lack clarity about their duties and responsibilities in 
the collaboration process, leading to lack of motivation for collaboration between 
stakeholders. Supportive policies that drive the bonding engagement between training 
institutions and garment enterprises are essential during the transitional period of 
Vietnam. 
 Insufficient competencies of training institutions to support collaboration 
This study reported that while TVET institutions have insufficient competencies 
in collaborating with garment enterprises and the majority of TVET institutions followed 
the trend of ‘self-motion’, these institutions trained their students by using their available 
internal resources. However, unlike enterprises, they still can survive with their internal 
resources. TVET institutions avoid engagement with enterprises and developing effective 
programs for student placements and skill development. Hence, graduates subsequently 
cannot meet the skill requirements of garment enterprises. As a result, garment enterprises 
cannot improve labour productivity through employing skilled graduates supplied by 
TVET institutions. This lack of collaboration between TVET institutions and garment 
enterprises is severely affecting the competitive advantage and the sustainable 
development of Vietnam’s garment industry in the long term. 
 Mind-set differences between stakeholders preventing collaboration 
Another barrier to the collaboration between TVET institutions and garment 
enterprises is the mind-set differences between stakeholders. Garment enterprises assume 
that TVET institutions cannot meet their needs in terms of both quantity and quality of 
human resources, and hence lack the motivation to collaborate with TVET institutions. 
Even if the collaboration occurs, garment enterprises are aware of the costs in terms of 
time and resources, and thus, they are reluctant to collaborate. 
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 The failure of collaboration to support internships 
The study found that the internship program was organised because garment 
enterprises act as ‘givers’ and training institutions act as ‘receivers’. There are no clear 
regulations of responsibilities and rights for training institutions and enterprises during 
the internships. Both these stakeholders lack a commitment to internships. Often, 
internships are not linked to experience and skill development, and for some garment 
enterprises, they are a source of cheap labour. 
8.2.3 Contribution to situated learning theory 
In this study, we used the situated learning theory developed by J. S. Brown et al. 
(1989) and Lave and Wenger (1991) as the theoretical lens to explore how skills are 
developed. According to J. S. Brown et al. (1989), the education system deals with 
challenges regarding a mismatch between what learners are learning and what they are 
applying in practice. In other words, there is a separation in the concept of ‘know what’ 
and ‘know how’ during the learning process. Lave and Wenger (1991) argued that social 
engagements in the learning process play a fundamental role in skill acquisition. A 
drawback of the education system is that it has placed a great emphasis on theory through 
abstract and decontextualised formal concepts but has ignored situations in which 
learning occurs. It is highlighted that situations through which knowledge is transferred 
need to attach to the learning process. These situations might facilitate to co-produce 
knowledge through specific activities and contexts. However, the situated learning theory 
has ignored three challenges in the process of skills development. 
• First contribution as regards new graduates: 
Although Lave and Wenger (1991) have made an effort to stretch legitimate 
peripheral participation to employees who are continuing to learn, they ignored new 
graduates who are entering the working environment in enterprises (Fuller et al., 2005; 
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Fuller & Unwin, 2004; Hodkinson & Hodkinson, 2004). There are two kinds of learners: 
employees and new graduates. Each of them will have different approaches to the learning 
process. Employees are familiar with tasks that they do every day and gain experience in 
dealing with problems in the production process. They require foundational knowledge 
and skills to manage flexibly and address effectively the variety of problems in a 
systematic way. Conversely, new graduates have fundamental skills despite not being 
adequately equipped by vocational educational institutions. They require real experiences 
accumulated from a real workplace to start a new job in the position of FLMs and adapt 
to a new workplace. 
• Second contribution as regards formal education: 
The situated learning theory focuses on situations in the workplace but dismisses 
the role of teaching in workplace learning processes (Lave & Wenger, 1991). Previous 
research attempted to address this limitation by concentrating on workplace pedagogy 
and creating strategies and the environment to support it (Billett, 1998, 2001; Engeström 
& Office, 1994; Fuller & Unwin, 1998, 2002). Supporting the concept of learning as 
participation and as a social enterprise, these studies turned the spotlight on the role of 
teaching in the workplace learning process. They highlighted that apprentices or 
experienced employees are capable of sharing their knowledge skills with others through 
learning participation activities in the social enterprise environment. 
Lave and Wenger (1991) and J. S. Brown et al. (1989) dismissed the role of formal 
education in the process. Hager, Holland and Beckett (2002) explained that both Lave 
and Wenger (1991) and J. S. Brown et al. (1989) assumed an embodied view of learning 
where formal education was a variant of embodied learning. This type of learning 
becomes an essential element of more extensive learning within a community of practice. 
However, it is not guaranteed that this type of learning works best in the community 
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practice under study (Fuller et al., 2005). In terms of Vietnam, the formal education 
system, especially the TVET sector, plays a vital role in the formation of initial and 
fundamental skills for students. This study focuses on the role of formal education and 
extends the situated learning theory towards the engagement of education and industry in 
skills development for learners. 
• Third contribution as regards barriers of communities of practice: 
This study relocates the situated learning theory in the Vietnamese context. Much 
of the research on this theory has been conducted in the Western learning environment, 
while this type of research in the Vietnamese context has been limited. Vietnam has been 
experiencing a transitional period with its economy, education sector and manufacturing. 
In this transitional period, the engagement of TVET institutions and garment industry is 
lacking and often without official support. Although TVET institutions and garment 
industry are both in the initial stage of engagement, this engagement is just perfunctory. 
Considering the extraordinary characteristics of Vietnam’s garment industry, this study 
extends the situated learning theory across four key areas. They include government 
power, internal competence of stakeholders, lack of trust among stakeholders, and the 
absence of a plan for collaboration. They directly affect the collaboration between 
education and industry, and then severely affect skills acquisition and development of 
FLMs. Using the lens of the situated learning theory, this study contributes to this theory 
by identifying four main barriers to the engagement of TVET institutions and garment 
enterprises in developing skills for graduates in the context of Vietnam. 
The first barrier emerges from the imbalance of power. Unlike in the Western 
context, the education system in Vietnam is under the strict control of the government 
through MOET and MOLISA. Although the government is decentralising power or 
control to training institutions by offering more autonomy, the majority of training 
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institutions have limited control over curriculum, financial expense and enrolments since 
the autonomy process is in the initial stage of development. As a result, although key 
stakeholders comprising TVET institutions and garment enterprises need to develop and 
possess skilled graduates, it is difficult for them to implement changes in the current 
situation. 
The second barrier relates to the internal challenges faced by stakeholders. In 
terms of the scope of this study, TVET institutions themselves have limited competencies 
for collaborative activities for the skills development of graduates. Apart from strict 
government control, TVET institutions face challenges in engaging with industry. There 
are insufficient competencies in the skills of teaching staff in TVET institutions to support 
effective engagement. 
The third barrier is the lack of trust between TVET institutions and garment 
enterprises. Both stakeholders regard each other as either not being interested in 
collaboration or not supporting any effective collaboration process. 
The final barrier is the lack of planning and commitment of TVET institutions and 
garment enterprises for collaboration. Both stakeholders partly acknowledged the 
importance of the collaboration for skills development of the workforce in the garment 
industry and undertake the initial step for collaboration through the official channel of 
internships. However, internships have failed to address fundamental skills development. 
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Those contributions from this study to the situated learning theory are demonstrated in 
Figure 8.1. 
 
Figure 8.1. Contribution to situated learning theory. 
8.3 Practical Contributions 
This study offers practical contributions to the three key stakeholders, that is, the 
garment industry, TVET institutions, and the government. Based on the two main 
research questions of this study, each finding from each research question contributes to 
each stakeholder with regard to skills set and barriers to collaboration. 
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8.3.1 Garment industry 
 Skills set 
The skills development for FLMs in Vietnam’s garment industry, the core human 
resource in the current CMT production mode, is suffering from a skills shortage and 
skills gap. Identification of necessary skills sets of this cohort of FLMs in this study 
contributes to filling the gap in knowledge on the skills shortage and skills gap. In 
addition, identifying those necessary skills sets of FLMs is an initial opportunity to extend 
understanding of the skills required for other positions and departments in the garment 
industry. It plays a key role in solving complicated problems of human resources in 
Vietnam’s garment industry. Skills development for this workforce contributes to labour 
productivity enhancement, leading to the sustainable development of the garment 
industry, which is the second leading industry in Vietnam and the fifth industry in the 
world. 
 Barriers to collaboration 
With respect to the barriers to the collaboration between TVET institutions and 
garment enterprises, garment enterprises understand their drawbacks that are preventing 
collaboration. Those barriers help garment enterprises acknowledge the internal 
difficulties of TVET institutions. As a result, garment enterprises can support TVET 
institutions overcome those difficulties emerging during the transitional period. In 
response, this support contributes to improving the image of garment enterprises in the 
eyes of TVET institutions. 
8.3.2 TVET institutions 
 Skills set 
Skills development for graduates via the necessary skills sets identified in this 
study would help TVET institutions reduce the mismatch in skills supplied by TVET 
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institutions and demanded by garment enterprises. TVET institutions need to modify their 
curriculum so that they can equip the core human resource and others in the garment 
industry with the necessary skills. 
 Barriers to collaboration 
Similar to garment enterprises, acknowledging the barriers to the collaboration 
between TVET institutions and garment enterprises could assist TVET institutions to 
further engage with industry. They can actively modify and develop their curriculum for 
collaborative purposes with garment enterprises. 
8.3.3 Government 
 Skills set 
Through developing labour force skills, there is a contribution to improving the 
competitive advantage of the garment industry over strong competitors, such as China, 
India and Bangladesh, and emerging competitors, such as Cambodia, Lao PDR and 
Myanmar. Without supporting skill development for such a key sector and without skilled 
management in the sector, the industry and the economy are in jeopardy. 
 Barriers to collaboration 
The government can develop supportive policies for TVET institutions through 
giving them increased autonomy for curriculum development, enrolments, and finances 
towards improving industry skill sets. The government can provide incentives and 
sanctions to develop more effective collaborative arrangements between TVET and 
industry. 
8.4 Implications 
This study provides recommendations for TVET institutions, garment enterprises, 
and the government. 
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8.4.1 From skills sets 
 TVET institutions 
• Learning outcomes for TVET institutions 
Skills sets of FLMs are a convenient tool to support TVET institutions to identify 
clear learning outcomes. Subsequently, they can identify the learning outcomes for each 
subject and then for each lesson. Finally, they can identify the learning outcomes for 
students with the necessary skills to meet the needs of employers. Those skills sets are to 
support TVET institutions for career orientation activities for students from the beginning 
of their training course, which is not strong in the current TVET system. 
• Training 
The skills sets support TVET institutions to identify the necessary skills that the 
to-be FLM graduates need for their future careers. Then, TVET institutions will have 
another channel to collate and adjust their curriculum to meet the skills needs of graduates 
and garment enterprises. Moreover, TVET institutions can use those skills sets to train 
their teaching staff, because their teaching staff directly influences the skills formation 
and development of students. Equipping teaching staff with the necessary skills is an 
important milestone for the skills development of future graduates. This will contribute 
to improving the training quality of TVET institutions. 
• Collaboration 
Skills sets of FLMs are an initial bridge connecting TVET institutions and 
garment enterprises. Those skills sets based on perspectives of education and industry 
sectors are the foundation for them to have a common point for developing collaborative 
activities. 
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 Garment enterprises 
• An evaluation tool 
Skills sets of FLMs can be used as a tool to support the recruiting process of 
garment enterprises. With the real needs of human resources of each garment enterprises 
and the skills sets identified in this study, garment enterprises can set criteria in recruiting 
FLMs for their enterprises. In addition, it can be used as an evaluation tool to enhance the 
productivity of sewing lines via the skills possessed by FLMs. 
• Training 
The necessary skills sets of FLMs facilitate garment enterprises to train their 
cohort of FLMs. Those skills sets allow garment enterprises to further develop skills for 
their current cohort of FLMs. They can update and modify their training courses for FLMs 
with a clear and systematic approach. 
• Collaboration 
As in the case of TVET institutions, the necessary skills sets identified in this 
study can be a useful channel for garment enterprises to strengthen their collaboration 
with TVET institutions. While garment enterprises can determine the skills that they 
require in their FLMs, TVET institutions can acknowledge the skills they can supply to 
the to-be FLMs. As TVET institutions and garment enterprises understand skills input 
and output of FLMs, it plays a key role as a bridging point so that both of them can further 
develop collaborative activities. It will contribute to removing barriers to collaboration 
between them. 
 Government 
• Industry skills map 
The identified skills sets can support the government to update and modify the 
current NOSS and the occupational analysis diagram issued by MOLISA. As a result, 
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these skills sets are one of the crucial steps for building the industry skills map for the 
garment industry. 
• Training 
The skills sets are also important in enabling the government to understand the 
skills gap for graduates supplied by TVET institutions and demanded by the garment 
industry. Accordingly, the government can introduce timely and useful supportive 
policies to fill in this skills gap to support the training activities of TVET institutions. It 
can redesign the curriculum to match the required occupational skills development 
orientation regulated by MOLISA. In addition, the government needs to consider and 
develop extracurricular activities to incorporate the missing skills that are not covered in 
the curriculum. Importantly, the government should support activities of training and 
developing skills of the current teaching staff in line with skills needs of garment 
enterprises and occupational orientation of MOLISA. 
• Enterprises 
It is an opportunity for the government to understand the skills shortage challenge 
that garment enterprises are currently facing. Policies to support garment enterprises to 
develop and access core skills is essential to maintain their competitiveness in the global 
garment industry. Vietnam’s garment industry is a member of the CPTPP from January 
2019 and has just signed EU–Vietnam FTA in June 2019. With these new challenges and 
opportunities, a skilled workforce, including specialist FLMs, will be essential. 
It is important that the government support collaboration between industry and 
TVET institutions. The government can require its TVET institutions to update and 
modify their curriculum and training programs to fill in the skills gap in their current 
curriculum to meet the skills needs of the garment industry. This can be achieved through 
regulation and funding conditions. As regards the industry, they could be persuaded 
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through grants and tax concessions to engage differently with TVET institutions to 
support skill development. 
8.4.2 Barriers to collaboration 
 TVET institutions 
A successful curriculum needs to emerge from the skills demand of garment 
enterprises. This study suggests that TVET institutions need to be more linked to industry, 
provide core skills to graduates and be linked to industry through partnerships around 
curriculum development, traineeships, and student placements. Existing support and 
collaborative mechanisms are inadequate, and the internship program is poorly 
supervised and lacks commitment from industry and TVET institutions. Establishing 
long-term and workable links with industry should improve teaching and help develop a 
relevant curriculum to address industry skills needs and organise placement processes 
that are effective and operational, such as internships and graduate placement. 
 Garment enterprises 
Garment enterprises could invest a fixed percentage of their turnover into skills 
development, including direct support and engagement with TVET institutions. The 
investment in training and collaboration could be supported through tax incentives. 
 Government 
To support TVET institutions in providing skills for graduates to enter into the 
garment sector, the government can provide policies or incentives to support skills 
development by offering tuition fee waivers for all students studying in the garment 
sector; sponsoring students during their study; and supporting transitions into jobs after 
graduation. 
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8.5 Research Limitations 
First, all interviews in this study were conducted with a focused number of 
participants in the south of Vietnam. Second, this study focused on qualitative research 
to explore the mismatch in skills supplied by TVET institutions and required by garment 
enterprises, for skills development for FLMs. The number of participants in this study 
was 54, categorised into five participant groups, namely, Head of faculty/department and 
lecturers for TVET institutions, and CEOs, production managers and front line 
managers for garment enterprises. Larger sample size and supporting quantitative data 
would strengthen the research. Third, a wider range of stakeholders could be interviewed, 
for example, government officers, staff in garment associations, such as VINATEX and 
Vietnam Textile and Apparel Association (VITAS), youth unions and students. 
8.6 Further Research 
First, this study paid attention to the challenges TVET institutions face in 
developing skills for the garment sector. Further studies should focus on the challenges 
that garment enterprises experience in developing skills for employees and graduates. 
Second, further studies could identify pathways to collaboration and policies and 
programs that effectively promote collaboration between industry and education. Third, 
the focus was on FLMs, but there is clearly a need for skill development in other areas of 
the sector—such as senior managers, designers, and technicians. Finally, the study could 
include other stakeholders, such as students and graduates from TVET institutions, to 
assess their expectations and experience with the current training arrangements. 
8.7 Conclusion 
The objective of this study was outlined in Section 1.2 of Chapter 1, namely, to 
address the skills gap of FLMs in Vietnam’s garment industry and to assess the role of 
TVET institutions and collaborative arrangements in addressing the skills gap 
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in Chapter 2. To achieve this objective, the research identified four core skills sets of 
FLMs with 19 necessary skills to fulfil their job in Vietnam’s garment enterprises, as 
reported in Chapter 5. Based on those necessary skills sets, the study explored the extent 
to which TVET institutions are collaborating with garment enterprises to improve skills 
requirements for FLMs in Vietnam’s garment industry. In terms of the context of 
Vietnam, we revealed the lack of collaboration between TVET institutions and garment 
enterprises as a result of four main barriers revealed in Chapter 6: the absence of 
supportive government policies for collaboration; insufficient competencies to support 
collaboration; mind-set differences between stakeholders preventing collaboration; and 
the failure of collaboration to support internships. 
Through finding answers for the two research questions identified in Section 1.2 
of Chapter 1, we contribute a greater understanding to the body of knowledge regarding 
the necessary skills of managers in the garment sector and the collaboration between 
education and industry to develop skills for graduates, discussed in Sections 7.2 and 7.3 
of Chapter 7. In addition, we extended the situated learning theory outside the context of 
Western countries, as mentioned in Section 3.6 of Chapter 3 and in Section 7.3 of Chapter 
7, via barriers during the collaboration between TVET institutions and garment 
enterprises to develop skills for graduates explored in Vietnam context. 
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Appendix 3: Interview Questions 
Research Objective  Research 
Objects 
Interview Questions 
RO 1: To identify 
the necessary skills 
set of front line 
managers 
demanded by 
garment industry 
 
Front line 
managers 
1. What are your main daily activities and 
responsibilities in your garment enterprise? 
2. How has your job changed over the last few years? 
And what do you view as important future skills? 
3. What is the most challenging part of your job? The 
most rewarding? Why? 
4. What are necessary skills for you to fulfil your job? 
5. What emerging skills do you think a successful front 
line manager needs? 
6. Have you received any skills training? If yes, what 
skills training have you received to do your job? 
7. What skills training do you believe all front line 
managers should have to do their job well? 
8. How would you describe ‘an ideal front line 
manager’ in your enterprise?  
 
 
Production 
managers 
 
 
 
 
1. What are the necessary skills for front line managers 
to fulfil their job? 
2. What skills training do they receive to do their job? 
And what do you consider their important future skills? 
3. How has their job changed over the last few years? 
4. What is the most challenging part of their job? The 
most rewarding? And why? 
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 5. What are emerging skills do you think a successful 
front line manager needs? 
6. Together with skills trained, what other skills 
training do you believe all front line managers should 
have? 
7. How do you help new front line managers to learn 
work-related skills (specify each target skill)? 
8. Where are these skills training conducted for front 
line managers? How (on-the-job training, training 
through external educational institutions, collaboration 
between educational providers and enterprises)? What 
percentage of the total number of front line managers 
is trained? 
9. How do you evaluate skilled front line managers in 
your enterprise in comparison with other garment 
enterprises? 
10. How would you describe ‘an ideal front line 
manager’ in your enterprise? 
CEOs 
Lecturers 
 
 
 
 
 
 
 
1. What course(s) did you teach? What course(s) have 
integrated work-related skills? What are these work-
related skills? And why are those skills needed? 
2. How did you help recent graduates to learn work-
related skills (specify each target skill)? 
3. Are there new skills you would add to your training 
program? What are they? Why? And how? 
4. How important are specific employability skills for 
graduate employment as front line manager? And 
why? 
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5. Are there specific requirements from enterprises that 
guide the development of your training program in 
providing necessary skills for front line managers in 
Vietnam’s garment industry? If yes, please explain. 
6. What should you do to prepare well for requirements 
of employers through the students’ experience at your 
institution? 
7. What kind of support did recent students receive 
from your institution in developing their work-related 
skills (specify the target skills)? 
In the classroom environment, what are activities that 
your institution includes to support students for skills 
creations and skills sharing?  
• What are teaching and learning factors in a 
classroom impeding the possibilities for the skills 
transformation? 
• Who or which institution’s division(s) had 
significant effects on recent students’ skill 
development (or played a major role in this 
process), or are there any? How so? 
8. In addition to classroom teaching and learning 
process, what are other components (e.g., internships 
and practicum, industry speakers…) that are counted 
towards your institution curriculum? 
• Are those components useful for students to meet 
requirements at a real working environment? 
• How do they learn? 
• What workplace skills did students learn from 
those components, as part of your institution 
curriculum? 
 
Heads of 
Colleges 
 223 
Research 
Objective  
Research 
Objects 
Interview Questions 
RO 2: To 
examine the 
extent by which 
TVET institutions 
are collaborating 
with enterprises to 
develop skills for 
front line 
managers in 
Vietnam’s 
garment industry. 
 
Production 
Managers 
 
1. What do you think of the collaboration between 
TVET institutions and enterprises in developing 
necessary skills for front line managers? What 
about other institutions? 
2. Do you collaborate with TVET? How? Why? 
• If yes, what channels are collaborating with 
educational providers in developing skilled 
front line manager? 
• If no, will your enterprise want to collaborate 
with TVET institutions in the future? And 
why? 
3. What are factors enabling and inhibiting this 
collaboration? 
4. How can garment enterprises strengthen 
collaboration with TVET institutions in the 
development of necessary skills for front line 
managers in Vietnam’s garment sector? 
5. What could enterprises and institutions have 
done differently through collaboration between 
TVET institutions and enterprises to develop 
skills for front line manager? 
• What could enterprises have done differently 
to acquire work-related skills for front line 
manager? 
• What could institutions have done differently 
to enhance graduates’ workplace skills? 
CEOs 
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What were challenges for institutions and 
enterprises in doing so? 
 
 
 
 
Lecturers 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
1. What education policy and programs have you 
prepared for front line managers in Vietnam’s 
garment industry? How? And Why? 
2. Are there specific requirements from 
enterprises that guide the development of your 
training program in providing necessary skills for 
front line managers in Vietnam’s garment 
industry? Please explain. 
3. What kind of support did recent students 
receive from your institution in developing their 
work-related skills (specify the target skills if 
needed)? 
4. In addition to classroom teaching and learning 
process, what are other components (e.g., 
internships and practicum, industry speakers…) 
that are counted towards your institution 
curriculum? 
5. In what way does your training program prepare 
skilled students for demanding requirements at the 
real working environment? And in the future? 
6. What are the collaborative strategies between 
your institution and enterprises to create a cohort 
of skilled front line managers? What channels? 
How do they work? And why? 
7. What are factors enabling and inhibiting this 
collaboration?  
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Heads of 
College 
8. How does your institution collaborate with 
garment enterprises to improve skills 
requirements for front line managers in Vietnam’s 
garment industry? 
9. Are there government policies regulating the 
collaboration of education and enterprises to 
develop work-related skills for students? If yes, 
please explain. If no, can you give your 
recommendations? 
10. In collaborating with the enterprise to develop 
skills for front line managers, how can your 
institution overcome barriers of sharing ‘know-
how’ knowledge and leaking secret production 
approach? 
11. What could institutions and enterprises have 
done differently through collaboration between 
TVET institutions and enterprises to develop 
skills for front line managers? 
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Appendix 4: Study Sample 
Sector Groups Organisations Title 
Number of 
Participants 
Education 
Sector 
College 
Institution A  
Head of College 1 
Lecturer 1 
Institution B 
Head of College 1 
Lecturer 1 
Institution C 
Head of College 1 
Lecturer 1 
Institution D 
Head of College 1 
Lecturer 1 
University 
Institution E 
Head of College 1 
Lecturer 1 
Institution F 
Head of College 1 
Lecturer 1 
Institution G 
Head of College 1 
Lecturer 1 
TVET 
Schools 
Institution H 
Head of College 1 
Lecturer 1 
Institution I 
Head of College 1 
Lecturer 1 
Industry 
Sector 
Enterprise Enterprise J CEO  1 
Production manager 1 
Front line manager 2 
Enterprise K CEO  1 
Production manager 1 
Front line manager 2 
Enterprise L 
CEO  1 
Production manager 1 
Front line manager 2 
Enterprise M 
CEO  1 
Production manager 1 
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Front line manager 2 
Foreign 
Direct 
Investment 
Enterprise N 
CEO  1 
Production manager 1 
Front line manager 2 
Enterprise O 
CEO  1 
Production manager 1 
Front line manager 2 
Enterprise P 
CEO  1 
Production manager 1 
Front line manager 2 
Limited 
Company 
Enterprise Q 
CEO  1 
Production manager 1 
Front line manager 2 
Enterprise R 
CEO  1 
Production manager 1 
Front line manager 2 
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Appendix 6: Participant Information Sheet/Consent Form 
 
 
Participant Information Sheet/Consent Form 
Chief executive officer 
Title 
Skills development for front line managers 
in Vietnam’s garment industry: Engagement 
between education and industry sectors  
 
Chief Investigator/Senior Supervisor 
 
Assoc. Prof. Nattavud Pimpa 
School of Management, RMIT University 
Email: nattavud.pimpa@rmit.edu.au Principal Research Student(s) 
 
Tri Tran, PhD Candidate 
School of Management, RMIT University 
Email: tri.tran@rmit.edu.au; +61 78 661 
123 
What does my participation involve? 
1. Introduction 
You are invited to take part in this research project, which is called ‘Skills 
development for front line managers in Vietnam’s garment industry: Engagement 
between education and industry sectors. You have been invited because researchers 
believe your expertise can provide significant inputs in exploring skills development for 
front line managers in Vietnam’s garment industry. As a chief executive officer, your 
tasks are strategic activities to develop your own enterprises, including cooperation 
activities. You identify and decide collaborative strategies with other stakeholders to 
possess the skilled human resource and enhance enterprise performance. Your contact 
details were obtained from the HR department in your institution, which is introduced 
through the Vietnam National Textile and Garment Group (VINATEX). 
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This Participant Information Sheet/Consent Form tells you about the research 
project. It explains the processes involved in taking part. Knowing what is involved will 
help you decide if you want to take part in the research. Please read this information 
carefully. Ask questions about anything that you don’t understand or want to know more 
about. Before deciding whether or not to take part, you might want to talk about it with a 
relative or friend. 
Participation in this research is voluntary. If you don’t wish to take part, you don’t 
have to. If you decide you want to take part in the research project, you will be asked to 
sign the consent section. By signing it, you are telling us that you: 
• understand what you have read, and 
• consent to take part in the research project. 
You will be given a copy of this Participant Information and Consent Form to 
keep. 
2. What is the purpose of this research? 
Using qualitative approach, this research project aims to examine mechanisms by 
which technical–vocational education and training (TVET) institutions collaborate with 
enterprises to develop skills for front line managers in Vietnam’s garment industry. 
A gap exists in current literature on human resource development in developing 
countries, which is the lack of information on a skills shortage of the workforce in the 
garment industry to enhance enterprise productivity. Although workforce skills play a 
crucial role in increasing firm profitability and performance in the garment industry, 
workforce development incentives play a pivotal role in improving productivity of this 
sector. Meanwhile, knowledge flow supporting Vietnam’s garment industry is polarised 
to either training institutions or enterprises, with little strategic collaboration between 
these two key stakeholders. To minimise skills shortage in Vietnam’s garment industry, 
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a holistic understanding of TVET institution–enterprise collaboration in skills 
development of front line managers is needed. 
It is anticipated that the findings of this research will contribute new knowledge 
on human resource development in the particular context of Vietnam’s garment 
enterprises and TVET institutions to propose suitable approaches for skills development. 
The results of this research will be used by the researcher, Mr Tri Tran, to obtain 
a doctoral degree. 
3. What does participation in this research involve? 
If you agree to participate, you will be asked to take part in an interview session 
lasting about 60 minutes with the researcher (Tri Tran) conducted in Vietnam from any 
date between 06/05/2017 and 06/08/2017. In this session, you will be need to answer 
open-ended questions in the Vietnamese language. All interviews will be conducted face-
to-face. The researcher will conduct all interviews at the participants’ office or meeting 
rooms, as agreed by participants, in participants’ organisation in Vietnam. The interviews 
will be conducted at a time that is convenient to the participants. Prior to participation in 
the interview, you will be requested to sign the consent form mentioned above to indicate 
your willingness to take part in the interview and for the interview to be recorded. 
Although you will be guided by list of questions, you are welcome to introduce 
any other relevant topics that you might wish to discuss, which would add value to the 
project. You will be asked to provide your knowledge and perspectives regarding current 
collaborations between TVET institutions and enterprises to develop skills for front line 
managers and encouraged to discuss some of the broad aspects about these strategic 
collaborations in the context of Vietnam’s garment industry. There will be no ‘right or 
wrong’ responses. It is your perspective on the issues raised that is important to the 
research. 
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To ensure the accuracy of the transcription of the interview information, the 
interview will be digitally recorded, but only with your permission. An appropriate 
location for the interview will be negotiated with your preference considered. There are 
no costs associated with participating in this research project, nor will you be paid. 
However, you may be reimbursed for any reasonable expenses on travel, parking and 
meals and other expenses associated with the research project visit. 
4. Other relevant information about the research project 
This research project follows a qualitative approach. Since the aim of this study 
is to understand the collaboration of TVET institutions and enterprises, the key 
stakeholders of this study are the educational and industrial sectors. Overall, the number 
of participants in the study was 54, consisting of 18 participants from the education sector 
and 36 participants from the garment sector. From the educational sector, there are two 
target groups, that is, eight lecturers and eight heads of department or faculty. From the 
industrial sector, the participants will include eight front line managers, eight production 
managers and eight chief executive officers. 
5. Do I have to take part in this research project? 
Participation in any research project is voluntary. If you do not wish to take part, 
you do not have to. If you decide to take part and later change your mind, you are free to 
withdraw from the project at any stage. If you do decide to take part, you will be given 
this Participant Information and Consent Form to sign, and you will be given a copy to 
keep. 
Your decision whether to take part or not to take part, or to take part and then 
withdraw, will not affect your relationship with the researchers or with RMIT University. 
You may stop the interview at any time. Unless you say that you want us to keep 
them, any recordings will be erased and information you have provided will not be 
 233 
included in the study results. You may also refuse to answer any questions that you do 
not wish to answer during the interview. 
6. What are the possible benefits of taking part? 
There will be no clear benefits to you from your participation in this research. 
However, your participation will make an important contribution to knowledge regarding 
current collaborations and strategies between TVET institutions and garment enterprises 
in Vietnam to develop skills for front line managers. The findings of this research may 
significantly contribute to develop skills for the workforce, enhance productivity in 
garment industry and assist TVET institutions to improve the quality of learning and 
teaching process in Vietnam context. 
7. What are the risks and disadvantages of taking part? 
There are no personal or professional risks associated with participation in this 
research project, apart from effects that derive from normal day-to-day activities. The 
only perceived inconvenience may be (1) the loss of your time to participate in the 
interview and (2) feeling stressed when facing difficult questions that you cannot answer 
effectively. However, as explained earlier, in case you feel that some of the questions we 
ask are stressful or upsetting and you do not wish to answer a question, you may skip it 
and go to the next question, or you may stop immediately. If you become upset or 
distressed as a result of your participation in the research project, members of the research 
team will be able to discuss appropriate support for you. 
8. What if I withdraw from this research project? 
If you do consent to participate, you may withdraw at any time. If you decide to 
withdraw from the project, please notify a member of the research team. Unless you 
expressly advise that you wish for the entire interview to be discarded, the data collected 
up to the point of withdrawal may not be deleted and may be used as part of the research. 
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However, you have the right to have any unprocessed data withdrawn and destroyed, 
providing it can be reliably identified. As explained earlier, withdrawing is totally 
understandable and will not affect your relationship with the researchers or with RMIT 
University. 
9. What happens when the research project ends? 
You have the right to understand the process and the findings of the study; hence, 
upon request, a summary of the research can be made and send to you after the completion 
of the research. Similarly, your personal data collected in the course of the research will 
be available to you on request. The results from the study will be available approximately 
one and a half years from the date of collection because of the lengthy process of 
transcribing, coding and analysis. 
How is the research project being conducted? 
10. What will happen to information about me? 
By signing the consent form, you consent to the research team collecting and using 
information from you for this research project. Any information obtained in connection 
with this research project that can identify you will remain confidential. Your information 
in the interview is strictly confidential and anonymous during all stages of the research, 
and only members of the research team from RMIT University will ever approach you. 
The information provided by interviewees will be transcribed, coded and translated into 
English. This information will be kept in a secure place at RMIT University for five years 
after completion of the project and then destroyed as appropriate. All hard data will be 
stored in a locked cabinet and soft data will be saved in the RMIT University network 
system with a protected password. 
It is anticipated that the results of this research project will be published and/or 
presented in a variety of forums. In any publication and/or presentation, information will 
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be provided in such a way that you cannot be identified, except with your express 
permission. 
In accordance with relevant Australian and/or Victorian privacy and other relevant 
laws, you have the right to request access to the information about you that is collected 
and stored by the research team. You also have the right to request that any information 
with which you disagree be corrected. Please inform the research team member named at 
the end of this document if you would like to access your information. 
Any information that you provide can be disclosed only if (1) it protects you or 
others from harm, (2) specifically allowed by law or (3) you provide the researchers with 
written permission. Any information obtained for the purpose of this research project that 
can identify you will be treated as confidential and securely stored. 
11. Who is organising and funding the research? 
This research project is funded and conducted by Mr Tri Tran, a PhD student in 
the School of Management at RMIT University, Australia, under the supervision of 
Associate Professor Nattavud Pimpa. 
12. Who has reviewed the research project? 
All research in Australia involving humans is reviewed by an independent group 
of people called a Human Research Ethics Committee (HREC). This research project has 
been approved by the RMIT University HREC. 
This project will be carried out according to the National Statement on Ethical 
Conduct in Human Research (2007). This statement has been developed to protect the 
interests of people who agree to participate in human research studies. 
13. Further information and who to contact 
If you want any further information concerning this project, you can contact the 
researcher or any of the following people: 
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Research contact persons 
 
 
14. Complaints 
Should you have any concerns or questions about this research project, which you 
do not wish to discuss with the researchers listed in this document, then you may contact: 
 
 
 
 
 
 
 
 
Name Assoc. Prof Nattavud Pimpa 
Position Chief investigator / Senior supervisor 
Telephone  
Email  
Name Tri Tran 
Position PhD Candidate 
Telephone  
Email  
Reviewing HREC name RMIT University 
HREC Secretary  
Telephone  
Email  
Mailing address Research Ethics Co-ordinator 
Research Integrity Governance and Systems 
RMIT University 
GPO Box 2476.  Melbourne VIC 3001 
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Consent Form 
Title Skills development for front line managers in Vietnam’s 
garment industry: Engagement between education and 
industry sectors 
 
 
 
Chief Investigator/Senior 
Supervisor 
Assoc. Prof. Nattavud Pimpa 
School of Management, RMIT University 
 
Research Student(s) 
 
Tri Tran, PhD Candidate 
School of Management, RMIT University 
  
Acknowledgement by Participant 
I have read and understood the Participant Information Sheet. 
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